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ABSTRACT
A Study of the Relationship Between Intrinsic and
Extrinsic Variables and Job Satisfaction Among
Student Personnel Workers in Community Colleges
September 1982
Evelyn Clements, B.S., University of Pittsburgh
Ed.M.
,
Boston University, Ed.D., University of
Massachusetts
Directed by: Dr. Harvey Scribner
This study sought to determine the factors which
influence job satisfaction for student personnel workers
in Massachusetts community colleges. A series of eight
hypotheses were developed to test the relationship
between intrinsic and extrinsic variables and levels of
job satisfaction. In addition, various demographic
factors were measured in relation to job satisfaction
levels.
A four part questionnaire was mailed to 156 student
personnel workers in Massachusetts community colleges.
Seventy-three percent of the participants responded.
iv
Part I of the questionnaire consisted of seven demographic
items; Part II asked the respondents to prioritize, in
of their perceived level of importance, six factors
which influence job satisfaction. Part III included 51
statements to which the respondents could agree or dis-
agree according to a 5-point Likert scale. Part IV asked
the respondents to indicate their overall level of job
satisfaction on a 1 to 10 scale.
The respondents ranked the work itself as the
highest priority, and they were also significantly more
satisfied with the work itself than they were with
extrinsic factors of pay, supervision, opportunity for
promotion, colleagues, security, and the college in
general. Both the intrinsic scale of the work itself and
the extrinsic scale factors correlated significantly with
the overall job satisfaction level, although the corre-
lation with the extrinsic factors and overall job
satisfaction was higher. Factors of the college in
general, pay, and the opportunity for promotion
correlated most highly with the overall job satisfaction
level
.
Females were significantly more dissatisfied with
the opportunity for promotion than were males, although
both groups were dissatisfied with this factor. The
V
management group was significantly more satisfied with
factors of pay, supervision, and the opportunity for
promotion than was the collective bargaining group.
VI
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CHAPTER I
INTRODUCTION
Traditionally, the purpose of college student
personnel work has been to provide a program of services
to students which would enhance their learning beyond that
of the classroom environment. Currently, the emphasis of
student personnel is on the development of the "whole"
student, including his/her intellectual, emotional,
occupational, physical, ethical and social growth. This
current philosophy focuses on creating a campus environ-
ment which facilitates the individual's behavioral and
academic development.^
Nowhere is this mission of student personnel more
essential than in the community college. Because of the
diversity of the student population, and because of the
focus of the community college on the growth of the
individual student, the philosophy of student personnel is
an integral part of the community college. O'Banion,
^Walter F. Johnson, "Student Personnel Work in
Higher Education; Philosophy and Framework," College
Student Personnel, ed. Laurine E. Fitzgerald
,^
Walter^E.
Johnson, Willa Norris (Boston: Houghton Mifflin, 1970)
,
p. 10
.
2Thurston and Gulden emphasize that the philosophy of
democracy and humanitarian principles is common to both
the community college and to student personnel work.
"There exists today a claim of one upon the other — a
bond of mutual purpose. Both movements are young, both
have critics, and both have high aspirations for meeting
and fulfilling the needs of students."^
Central to the development of the "whole" student is
the role of the student personnel worker within the commu-
nity college setting. A student personnel worker may be
defined as a professional who assists students in their
2
academic and behavioral growth. The student personnel
worker may be responsible for admissions, financial aid,
counseling, student activities, athletics, job placement,
student tutoring, health care services, or student orien-
tation. All of these functions fall under the aegis of
the student personnel division, and all provide service
to students.
^Terry O'Banion, Alice Thurston, James Gulden,
"Student Personnel Work: An Emerging Model," Junior
College Journal 41 (1970), p. 7.
^Anne S. Pruitt, "The Differential Rewards of Student
Personnel Work," Journal of the National Association of
Women Deans and Counselors 30 (1966) , pp. 40-55.
3When student personnel professionals enter the field,
according to a study of over four-hundred such profes-
sionals, the greatest motivating factors are to help
students and to make a contribution to a better world.
^
Their backgrounds may be varied: their graduate degrees
may be in counseling, recreation leadership, student per-
sonnel administration, or any of a variety of other
disciplines. A common factor among the group, though, is
that all have a strong person-orientation and a desire to
. 2help students with their problems.
Nevertheless, the daily interaction with students,
although rewarding and gratifying, can be, over a period
of time, mentally draining. As with any of the helping
professions, the intense and intimate interaction with
people on a continuing basis can lead to stress and burn-
out. Casas, Furlong, and Castillo define the syndrome of
burnout as including the following symptoms;
^Pruitt, "The Differential Rewards of Student
Personnel Work," p. 40.
^Thomas T. Frantz, "Vocational Development of Student
Personnel Workers," Personnel and Guidance Journal 47
(1969)
,
pp. 537-542
.
4"a. Physical and emotional exhaustion
b. Loss of self-confidence and a balanced
perspective, qualities that are essential
for a helping professional
c. Inability to maintain the caring and
the commitment that was initially
brought to the job
d. Loss of concern for the people with
whom one is working. "1-
The very nature of the job, then, that of being
involved with students in a helping capacity, can prove
to be a source of fulfillment and satisfaction as well as
one of stress and burnout.
Aside from the nature of the profession itself, the
image the profession has within the college community at
large can contribute to a sense of inertia and a loss of
self-esteem on the part of the student personnel worker.
Faculty are often unaware of the functions student per-
sonnel professionals perform on a daily basis and some-
times view the student personnel division as peripheral
to the academic mission of the college. Penney, in an
examination of the literature related to student personnel,
concludes that student personnel work has not achieved
professional recognition in the academic community, and
^Jesus Casas, Michael Furlong, Sylvia Castillo,
"Stress and Coping Among University Counselors: A
Minority Perspective," Journal of Counseling Psychology 27
(1969), pp. 364-373.
that the philosophy and goals of student personnel workers
are not among the major influences in colleges and univer-
sities today.
^
This lack of recognition by the academic community
can have a significant impact on the self-image and
effectiveness of the student personnel staff. Tilley
indicates that student personnel workers "often suffer an
inferiority complex; they regard themselves as an oppressed
campus minority required to perform tasks not wanted by
others; they have little power over their professional
2
environment and feel they are readily expendable."
Fawcett, in an examination of the advantages and disadvan-
tages of a career in student personnel, listed as among the
advantages, "the opportunity to influence young men and
women, to put philosophy into action, to build character,
morals, and personalities, to develop institutional objec-
tives, and to provide the most meaningful and beneficial
^James F. Penney, "Student Personnel Work; A
Profession Stillborn," Personnel and Guidance Journal 47
(June 1969), pp. 958-962.
^David C. Tilley, "Student Services and the Politics
of Survival," New Directions for Higher Education;
Services for Students (San Francisco; Jossey-Bass, 1973)
,
p. 115.
6services on campus," while he cites among the disadvantages
that the position is often the object of misunderstanding
by faculty, that there is seldom a sense of feeling
accepted, and that there is a sense of thanklessness -
of finding it impossible to see the end results on the
job."^
The writer must emphasize the belief that the student
personnel worker in the community college today is a
dedicated, energetic, and committed individual who makes
a significant contribution to the mission of the community
college as a whole. Nevertheless, there is no question
that the nature of the position itself, along with the
image the profession has in the eyes of the academic
community, can contribute to a sense of inertia and dis-
enchantment on the part of the student personnel worker.
Now, more than ever before, as the funds for expansion
and growth in higher education become increasingly limited,
it is essential that the vitality and dedication of the
student personnel worker be assessed and renewed so that
the quality of services provided to students can not only
continue at their present level, but can become enhanced
and strengthened.
^John R. Fawcett, "Before You Jump," Journal of
College Student Personnel 11 (1970), p. 217.
7As Neher and Potter state, "Any time there are people
who are not internally satisfied, are not being creative
in their way, are threatened by the insecurity of their
station, are in some way not as productive as they might
be, inertia exists."^ The community college cannot afford
to let inertia develop in the creative and talented staff
it now has. If it does, the energy and spirit of the
institution itself will be lost.
In order to maintain and strengthen this spirit and
vitality, the writer believes that the individuals within
institutions must first examine themselves. Only when
there is a clear understanding of the nature and needs of
the individuals can an institution begin to develop pro-
grams for change and review the quality of life for the
professionals working within the institution.
Purpose of the Study
The purpose of this study is to determine the degree
to which selected factors influence job satisfaction for
^Timothy J. Neher, Christopher G. Potter, "The
Experience of Learning," New Directions For Community
Colleges; Humanizing Student Services (San Francisco;
Jossey-Bass, 1974), p. 7.
8student personnel workers in Massachusetts community
colleges
.
More specifically, questions to be asked include;
1. Which job satisfaction factors are most
important to student personnel workers?
2. Do certain factors have a greater influence
on overall job satisfaction than others?
3. Does the intrinsic attitude toward the work
itself have a greater influence on overall
job satisfaction than selected extrinsic
factors such as pay, the opportunity for
promotion, supervision, colleagues, job
security?
4. Do various individual characteristics (level
of education, duration of experience, age,
salary, length of service in present posi-
tion, length of service in higher education,
sex and position) contribute to the level of
job satisfaction?
Significance of the Study
This study will be of particular significance to
community college administrators and to members of the
9community college student personnel staff in that it will
provide an assessment of the factors which influence the
job satisfaction of student personnel workers. The re-
sults of this research should serve as a base of informa-
tion in the planning of staff development programs which
are geared to increasing the effective job performance and
job satisfaction of this population.
This development and strengthening of the student
personnel staff is particularly important in light of the
fiscal constraints which have become a reality in higher
education today. Student personnel workers are especially
vulnerable as funds in higher education become increasingly
scarce. In times of fiscal austerity, the development of
people and not just the transmission of information and
vocational preparation may be considered "a luxury or even
an expendable frill. Nevertheless, the need for student
personnel services is more critical than ever. As Tilley
indicates
,
Students entering college today hope
for more than academic instruction
and a degree; most of them feel
cheated if their education does not
^Joseph Katz, "Editor’s Notes: An Introduction to the
Turmoil in Student Services," New Directions for Higher
Education: Services for Students, p. viii.
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acconunodate their striving for
personnel growth. Failure of
educators to account for this
need in the politics of insuffi-
ciency may prove fatal in the
ultimate politics of the future."^
The revitalization of the student personnel profess-
ional is essential as higher education reaches an era of
fiscal austerity. Professionals are not able to change
jobs and institutions with the ease that was possible
when higher education was in a stage of rapid growth. As
a result, institutions have a minimal turnover and are no
longer able to rely on a changing professional staff to
bring new ideas and skills. With the change in the needs
of the student body, it will be incumbent upon the insti-
tution to retrain and provide staff development programs
2
for student personnel professionals.
Design and Methodology
Design .
1. A list of the major factors which influence job
^Tilley, "Student Services and the Politics of
Survival," pp. 115-116.
^Walter R. Borg, Educational Research: An Introduction
(New York: David McKay Company, Inc., 1963), pp. 270-272.
11
satisfaction, based on a review of the
literature, will be developed.
2. Following a review of instruments currently
used to measure job satisfaction, a questionnaire
will be constructed.
3. The instruments will be pilot tested with
student personnel workers who are employed in
higher education but who are not included in
the population of this study.
4. The instrument will be re-designed based on the
findings and suggestions from the pilot study.
5. The questionnaire will be mailed to all student
personnel workers (as defined under the Popula-
tion Section) in Massachusetts community
colleges
.
6. A follow-up reminder will be sent approximately
two weeks after the initial questionnaire is
mailed.
Methodology . The strategy to be used for this study will
be the correlational research method. This type of re-
search is concerned with "the discovery and clarification
of relationships."^ Correlational research was selected
^Ibid.
12
for the following reasons: (1) a number of variables and
their interrelationships can be measured simultaneously,
in this case, selected intrinsic and extrinsic factors
and an overall response to job satisfaction; (2) it allows
research to occur in a natural, realistic setting, which
is appropriate for this population; and (3) it provides
information as to the degree of the relationship between
variables, and thus can provide insight into the relation-
ships being studied. This last factor is particularly
important in a study of job satisfaction variables since
there are no clear categories of satisfied and non-
satisfied invididuals. Each factor and level of satis-
faction varies by degree.
Other methods of research, including the historical,
causal-comparative, and experimental, were reviewed by
this writer and rejected for the following reasons;
Historical research . Historical research is primarily
concerned with establishing facts and arriving at conclu-
sions concerning past events.^ The community college
system in Massachusetts was founded in the early 1960's,
and thus information concerning the community college
^Donald Ary, Lucy Cheser Jacobs, Asghar Razavieh,
Introduction to Research in Education (New York: Holt,
Rinehart and Winston, inc
. ,
1972)
,
p. 283.
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system is relatively recent. Beyond that, the writer is
unaware of any study that has been undertaken with regard
to the nature and factors influencing job satisfaction for
student personnel working in Massachusetts. Historical
research, then, is not appropriate for this type of study.
Causal-comparative research . Causal-comparative
research is aimed at discovering causes or determining
differences between defined groups or selected variables.^
This type of study involves establishing two groups: one
with a particular characteristic and the other, a norma-
tive or control group. It would not be possible to
isolate a control group with this working population.
Also, the variables affecting job satisfaction are highly
complex and could not be simplified to a limited cause and
effect relationship.
Experimental research . Experimental research estab-
lishes a cause-effect relationship by controlling certain
independent variables and observing the changes which take
2
place in other dependent variables. In this study, it
^Borg, Educational Research: An Introduction ,
pp. 263-264.
^Carter V. Good, Introduction to Educational Research
(New York: Appleton-Century-Crofts , 1963) , pp. 443-444.
14
would not be possible to hold certain job satisfaction
variables constant while manipulating others. Secondly,
as stated earlier, the relationships in job satisfaction
too complex to be limited to a cause-effect relation-
ship.
Instrumentation
A four-part questionnaire will be administered for
this study.
In deciding on the most appropriate form of instru-
mentation for conducting the survey, the writer considered
both the interview and questionnaire form.at. Although the
interview provides for a flexible atmosphere, allows for
greater depth, ^ and provides a means to elaborate on
questions and explain what they mean in case they are not
2
clear to the subjects, there are certain disadvantages to
the interview format. The rapport established between the
interviewer and subject may bias the responses, and finally,
^Borg, Educational Research; An Introduction , p. 224.
2
Ary et al., Introduction to Research in Education ,
p. 168.
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the adaptability which is a part of the interpersonal
situation may lead to subjectivity.^
The written questionnaire, on the other hand, is
and practical, with a minimum of subjectivity
involved since standard instructions are given to all
®^t)jects. The administration and scoring are straight-
forward and the results lend themselves to analysis.^
There are several disadvantages to the written question-
naire, however: (1) the questions could be misinterpreted
by the subject; (2) questions could be omitted which might
add to the interpretation of others; (3) the questionnaire
format might be shallow in the quality of information in
comparison to an interview format, and finally, (4) a
mailed questionnaire may yield a low, and possibly, biased
return.
^
Through the use of a pilot study to correct any errors
in directions or poorly worded or omitted questions, some
of the disadvantages of the questionnaire may be corrected.
^Borg, Educational Research: An Introduction , p. 221.
2Ary et al.. Introduction to Research in Education ,
p. 170.
^Good, Introduction to Educational Research, pp. 275-
276 .
In addition, a second mailed follow-up questionnaire may
correct the possibility of a low return.
]6
Questionnaire
. Several questionnaires were considered as
a basis for this study; among them, the Minnesota Satis-
faction Questionnaire, the Job Satisfaction Index, a
Faculty Job Satisfaction/Dissatisfaction Scale, and
numerous other questionnaires the writer has found through
a review of the literature. The Minnesota Satisfaction
Questionnaire, although well-recognized in the literature,^
contains 100 questions and appears too long and tedious to
yield a high response. The Job Satisfaction Index is
widely used as a measurement of job satisfaction and is
considered a highly reliable instrument. It is a short,
easily administered questionnaire, but the questions do
not appear to have enough depth nor be appropriate for
this population. The Faculty Job Satisfaction/Dissatis-
faction Scale, although developed for a college
Bernard M. Bass and Gerald V. Barrett, Man
,
Work and
Organizations; An Introduction to Industrial and Organi-
zational Psychology (Boston: Allyn and Bacon, Inc
.
,1973)
,
p. 82
.
2Patricia Cain Smith, Lome M. Kendall, Charles L.
Hulin, The Measurement of Satisfaction in Work Retirement ,
(Chicago: Rand McNally and Company, 1975)
, pp. 37-62.
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population,^ contains questions which are often vague and
uninteresting.
The questionnaire which has been chosen as a basis
for this study is one developed by John Hindrichs.^ The
questionnaire has been factor analyzed on a very diverse
population of 1600 employees engaged primarily in white-
collar activities. The questions appear to be well stated
and are both appropriate and adaptable for this population.
Some questions will be modified by this writer to reflect
the nature of the population to be studied, and other
questions will be added.
The questionnaire itself will be divided into four
parts. Part I will provide the demographic data on the
respondents. Part II will ask the respondents to rank
order six job satisfaction factors (the work itself, pay,
supervision, promotion, colleagues and job security)
according to their perceived level of importance. These
factors emerge most consistently in the literature as
^Olin R. Wood, "Measuring Job Satisfaction of the
Community College Staff," Community College Review (1976),
pp. 56-64.
2
John R. Hindrichs, "A Replicated Study of Job
Satisfaction Dimensions," Personnel Psychology 21 (1968),
pp. 479-503.
Part III
IS
having major influence on job satisfaction.^
will be an assessment of the amount of job satisfaction
the respondents perceive they have in their current posi-
tion. Questions in Part III will be adapted from the
Hindrichs questionnaire. The Hindrichs questionnaire
utilizes the six factors mentioned in Part II along with
some questions which address factors of the company
(college) and job obstacles. Part IV will ask the
respondents to reply to a general question as to their
level of satisfaction on the job.
The questionnaire will be pilot tested on a similar
population and will be revised to include feedback from
the pilot group.
Sample Selection
Identification of the population . The population for this
study will be college student personnel workers who are
employed in community colleges in Massachusetts. This
group will consist of those persons who report to the
Dean of Students or his/her designee, and who hold paid
positions inclusive of, but not limited to, counselors,
^Smith, Kendall, Hulin, The Measurement of Satis-
faction in Work and Retirement, p. 31.
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directors of student activities, health care counselors,
directors of admissions, directors of financial aid. These
positions may be a part of the collective bargaining unit
(counselors, admissions counselors) or a part of manage-
ment (directors of admissions, directors of financial aid,
directors of counseling)
.
Determination of the sample size
. The total population is
estimated to be approximately 150. Since the size of the
population is small, it will be the decision of this writer
not to use a sample population but to distribute the
questionnaire to the total population.
Pilot sample
. The questionnaire will be pilot tested on
a similar population. Since the target population is
limited in number, the pilot questionnaire will be tested
on a student personnel staff at a Massachusetts state
university. Pilot testing on a similar population outside
the community college system will ensure that the target
population will not be reduced in number, and yet it will
still provide feedback from a group whose job function is
essentially the same.
20
Observational Technique
The rating scale used for Part III of the question-
naire will be a Likert-type scale. ^ Respondents will be
asked to answer statements in the following manner;
1. Strongly Agree (SA) 5 points
2. Agree (A) 4 points
3. Disagree (D) 2 points
4. Strongly Disagree (SD) 1 point
Those statements which are intermittently left blank
will be considered as "undecided" responses and will be
counted as 3 points. Those statements which are consecu-
tively unanswered will be scored as missing data. For
negative statements, the point scale will be reversed.
Hypotheses
This questionnaire will be designed to test eight
basic hypotheses, all of which are based on a review of
the literature related to job satisfaction and selected
variables
.
^Ary et al.. Introduction to Research in Education ,
p. 180.
21
The results of the questionnaire will also provide a
suiranary of the responses to each factor as well as an over-
view of the demographics.
Hypothesis I . The population will rank the intrinsic
P^io^ity of the work itself as the highest priority.
Hypothesis II . The mean score for the intrinsic scale
will be significantly higher than the mean score for the
extrinsic scale.
Hypothesis III . There will be a positive significant
correlation between the intrinsic scale score and the
job satisfaction level.
Hypothesis IV . There will be no correlation between the
extrinsic scale score and the job satisfaction level.
Hypothesis V . There will be no correlation between scale
scores for factors of pay, supervision, opportunity for
promotions, college in general, colleagues, job obstacles,
and job security/anxiety and the job satisfaction level.
22
Hypot.h6sis VI . Thers will be a significant positive
^®l^tionship between the job satisfaction indices and the
following selective variables:
level of education
age
salary
length of service in present position
length of service in higher education
Hypothesis VII . There will be no significant difference
between the job satisfaction indices and sex.
Hypothesis VIII . There will be no significant difference
between responses of unit student personnel workers and
management student personnel workers to the job satis-
faction indices.
Data Collection^ Processing and Analysis
The questionnaire and cover letter will be mailed to
the population, with a follow-up reminder sent approximately
two weeks after the initial mailing.
The data will be analyzed in the following manner:
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Hypothesis I . Simple frequency analysis for a descriptive
statistic
.
Hypothesis II . Construct the scales after initial
correlation analysis and construct a T-test (paired-
sample) .
Hypothesis III , Correlation analysis.
Hypothesis IV . Correlation analysis.
Hypothesis V . Correlation analysis.
Hypothesis VI . Analysis of variance.
Hypothesis VII . T-test.
Hypothesis VIII . T-test.
The Statistical Package for the Social Sciences (SPSS)
will be used for the analysis of the data.
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Limitations of the Study
The limitations of this study are:
1. Higher education in Massachusetts is in the
process of reorganization, and there is a
possibility that some colleges may be merged
or closed. If such a change is imminent, it
will obviously have a strong impact on the
level of job satisfaction for those employees
who may be directly affected.
2. A salary raise has been delayed for those
employees who are members of the collective
bargaining unit. The funds may be released
at the time the questionnaire is being
distributed.
3. The study is limited to the major factors
which affect job satisfaction. There may be
additional factors that influence some
employees
.
The population is relatively small, and the
percentage of returns from a mailed question-
naire may be limited.
4 .
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Definition of Terms
The following is a list of terms to be used in this
study
:
!• College student personnel workers . Those
persons who work in a community college,
report to the Dean of Students or his/her
designee, and hold paid positions inclusive
of, but not limited to, counselors, direc-
tors of student activities, health care
counselors, admissions counselors, directors
of admissions, directors of financial aid,
directors of special services, directors of
veterans services.
2. Unit student personnel workers . Those per-
sons who work in a community college, report
to the Dean of Students or his/her designee,
are members of the collective bargaining
unit, and hold paid positions inclusive of,
but not limited to, counselors, directors of
student activities, health care counselors,
admissions counselors.
3. Management student personnel workers . Those
persons who work in a community college.
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report to the Dean of Students or his/her
designee, are members of the management unit,
and hold paid positions inclusive of, but not
limited to, directors of admissions, direc-
tors of financial aid, directors of special
services, directors of veterans services.
4. Job satisfaction . The positive orientation
of an individual towards the work which he/
she is presently occupying.^
5. Intrinsic scale . The feelings an individ-
ual has toward his/her work, as shown by the
sum of the responses to questions about the
work itself.
6. Extrinsic scale . The feelings an individual
has toward selected factors which are exter-
nal to the work itself, as shown by the sum
of the responses to questions about pay,
supervision, promotion, colleagues, the
college, job obstacles and job security.
7. Job satisfaction level . The response to the
question, "Considering everything, how
would you rate your overall level of
^Victor H. Vroom, Work and Motivation , (New York:
John Wiley and Sons, 1964) , p. 99.
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satisfaction in your current job?"
8. Job satisfaction indices . Selected factors,
also referred to as scale score factors,
which influence job satisfaction, based on
a study conducted by John Hindrichs.^ These
factors include the work itself, pay, super-
vision, promotion, colleagues, the college,
job obstacles and job security.
9. The work itself . The items making up this
factor reflect "how much the individual
likes his/her work, the extent to which it
challenges him/her and uses his/her abilities,
and the extent to which he/she feels the job
meshes with his/her goals and what he/she
2
wants from the job."
10.
Pay . The items making up this factor reflect
whether the individual feels his/her income
is adequate and the extent to which the
individual's salary appropriately reflects
his/her present duties and responsibilities.
^Hindrichs, "A Replicated Study of Job Satisfaction
Dimensions," p. 484.
^Ibid.
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11- Supervision
. The manager within the
institution to whom the individual directly
reports. The items making up this factor
reflect how good a job the individual feels
his/her immediate supervisor is doing.
12. Opportunity for promotion . The items making
up this factor reflect the individual's per-
ceived potential for future advancement,
growth and promotion within the institution.
13. College in general . The items in this factor
reflect the individual's personal commitment
and involvement with the college in which
he/she works.
14. Work associates . The items in this factor
reflect the extent to which the individual
feels that he/she is working with congenial
associates in a cooperative, friendly
atmosphere.^
15. Work obstacles . The items in this factor
reflect the individual's perception of the
extent to which certain external variables
may hinder his/her job performance.
^Ibid.
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16. Job security/anxiety
. The items in this
factor reflect the extent to which the
individual feels secure and free of anxiety
in his/her work.
CHAPTER II
A REVIEW OF THE LITERATURE; JOB SATISFACTION
Job Satisfaction
The study of job satisfaction is a relatively recent
phenomenon. It is generally agreed that research on job
satisfaction began with the Hawthorne studies, conducted
by Elton Mayo at the Western Electric Company in the
1920' s.^ Mayo experimented with changing various physical
factors (lighting, etc.) to see what the effect would be
on worker productivity. Once the experiment began, he
found that work productivity increased regardless of
whether the physical factors were changed or not. He con-
cluded that the increased productivity was caused not by
physical changes, but rather by social changes. It was
the attention given to the workers by those conducting the
experiment, along with the sense of involvement the workers
felt in the experiment, that increased productivity. The
^Bernard M. Bass and Gerald V. Barrett, Man , Work and
Organizations: An Introduction to Industrial and Organiza-
tional Psychology (Boston: Allyn and Bacon, Inc., 1973),
p. 77.
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physical changes, whether present or not, had little
impact. The results of this study opened a new dimension
in the research, and the human relations school of thought
was born. Psychologists began, for the first time, to
examine ways to improve the happiness of the worker. The
assumption was that a happy, satisfied worker would be a
more productive worker.^
Since the Hawthorne research, well over four thousand
studies have been conducted in the area of job attitudes
2
and job satisfaction. Despite the amount of research
which has been undertaken, however, it appears that know-
ledge relating to the nature and needs of job satisfaction
is fairly primitive and is still a cause for controversy
. . 3
and differing opinions.
One conclusion which has been quite consistent in the
literature is that job satisfaction does not necessarily
lead to increased productivity. Unlike the assumption
^Michael M. Grunberg, Job Satisfaction: A Reader (New
York: John Wiley and Sons, 1976), p. x.
^Ibid.
^William W. Ronan and Edmond Marks, "Continuing
_
Problems in Exploring the Structure of Job Satisfaction,"
Journal of Vocational Behavior 3 (1973), pp. 279-289.
32
which Mayo drew from the Hawthorne studies, investigators
have been unable to prove that a happy worker is in fact
a more productive worker.^
If there has been no conclusive evidence that job
satisfaction leads to improved productivity, they why study
job satisfaction? There are several reasons.
First, the nature and needs of society have changed
since those early studies in the 1920 's. Workers today
are more skilled, better educated, and are more a part of
the professional work force than ever before. As workers
today are gaining greater benefits and an increased income,
their needs of security and safety, in terms of Maslow's
needs, are becoming satisfied, and they are in a position
now to demand satisfaction for their higher level self-
actualization needs.
As societal trends shift, and there is an increased
focus on self-awareness and individual fulfillment, there
is also an increased emphasis on jobs as a source of
meaning in life. There is an increasing acceptance of the
view that material possessions and economic growth alone
^John R. Hindrichs, "A Replicated Study of Job
Satisfaction Dimensions," Personnel Psychology 21 (1968),
pp. 479-503.
^Bass and Barrett, Man, Work and Organizations, p. 77.
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do not necessarily produce a high quality of life. As
Lawler states, "What happens to people during the work
day has profound effects both on the individual employee's
life and on the society as a whole, and thus these events
cannot be ignored if the quality of life in a society is
to be high."^
In addition to societal values, there are some very
practical reasons for studying employee job satisfaction.
Although there is no clear correlation between job satis-
faction and increased productivity, there is a correlation
2between job satisfaction and absenteeism and turnover.
Lawler cites an example of a study done by Ross and Zander
as typical of the research done in this area. The job
satisfaction of over 2,000 female workers was measured;
four months later 169 employees had resigned, and the group
who resigned had been significantly more dissatisfied than
3
those who remained.
The writer believes that the relationship between job
satisfaction and employee turnover can be especially criti-
cal in the time of economic hardship when there is little
^Edward E. Lawler, Motivation in Work Organizations
(Belmont, Cal.: Brooks-Cole, 1973), p. 63.
^Ibid., pp. 84-87.
^Ibid.
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chance of job mobility. The external environment finally
determines whether an individual can leave an institution,
and if there are no jobs available outside the organization,
the outcome becomes, as Hindrichs describes it, "attrition
in place. When there is little chance for mobility, the
individual is forced to stay within the organization and
may become passive, unmotivated, and increasingly dissat-
isfied. Hindrichs refers to this occurance as the "winding
down process" and emphasizes that the analysis of job
satisfaction is the first step toward the prevention of
2
"attrition in place" and obsolescence.
The writer believes that this syndrome of "attrition
in place" is especially likely in higher education today.
Higher education is not in a period of growth, and as the
job market becomes increasingly limited, those who are
experiencing a sense of dissatisfaction may not be able to
leave the institution. The situation is ripe for the
winding down process which Hindrichs describes, and the
likelihood of individuals experiencing "attrition in place"
is certainly greater as jobs become increasingly scarce.
^John R. Hindrichs, The Motivation Crisis; Winding
Down and Turning Off (New York: American Management
Association
,
1974)
,
p . 89
.
^Ibid.
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Another reason for the importance of studying job
satisfaction is that job satisfaction does correlate
positively with job involvement, or the internalization
of the positive value of work.^ Bass and Barrett cite
studies conducted by Lodahr and Kehner (1965) in which a
scale was developed to measure job involvement. A typical
item would be "the major satisfactions in my life come
from my work". A high response would indicate high job
involvement. Subjects who scored high on the job involve-
ment scale also scored high on the Job Descriptive Index,
2
a measure of job satisfaction. It appears, then, that
individuals who are more involved with their jobs gain
more satisfaction from them.
This is especially significant for a study of the job
satisfaction of student personnel workers. Unlike an
industrial situation where high levels of productivity
are essential, in an educational setting, where profes-
sionals are providing direct service to students, the job
involvement of the individual is much more important than
the output or productivity. Since job satisfaction does
^Bass and Barrett, Man, Work and Organizations , p. 93.
^Ibid.
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correlate positively with job involvement, an assumption
can be made that those who are satisfied with their jobs
are involved with their jobs. The writer believes that
job involvement is an important factor in any position
involving interpersonal skills.
A final factor which adds credence to the importance
of the study of job satisfaction is that job satisfaction
relates to life satisfaction.
Iris and Barrett re-affirmed an earlier conclusion
drawn by Kornhauser that there is a "spillover" rather
than a compensatory relationship between job attitudes
and attitudes toward life away from work.^ In other words,
those workers who were dissatisfied with their jobs were
also unhappy with their lives away from work. They were
not compensated for job dissatisfaction by having more
enjoyment in other areas of life. On the other hand, those
workers who were satisfied with their jobs tended to be
satisfied with their lives. Iris and Barrett suggest that
when individuals are in a job situation that provides little
job satisfaction, disavowing the importance of the job may
be a healthy response. These writers also reported that
^Benjamin Iris and Gerald Barrett, "Some Relations
Between Job and Life Satisfaction and Job Importance,
Journal of Applied Psychology 62 (1977), pp. 466-471.
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the subjects in their study who were in an unsatisfactory
job situation but de-emphasized the importance of various
aspects of the job tended to be more satisfied with life
and the job in general. It can be assumed, then, that
there is a spill-over effect between job and life satis-
faction, and that those individuals who are satisfied with
their jobs are likely to be satisfied with their lives.
The study of job satisfaction, then, is an important
area of research both from a practical as well as philo-
sophical viewpoint. On a practical level, the correlation
between job satisfaction and employee turnover and absen-
teeism is especially important as the potential for job
mobility diminishes and the alternative becomes "attrition
in place". On a larger scale, as societal values have
shifted and there is an increased emphasis on the quality
of life, the writer believes that employers must recognize
that the quality of life is essential to the dignity and
well-being of the individual and is something which every
organization should strive to improve.
Motivation and Job Satisfaction
There are three basic motivational factors which affect
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behavioral outcomes; needs, goals, and rewards.^ Needs
are the force, either conscious or unconscious, that result
2in effort. Maslow's well known theory contends that the
basic human needs fall into a hierarchy of importance,
from physiological, safety, belonging, esteem, to self-
actualization. The theory contends that all these needs
can be satisfied except for self-actualization. Another
theory (McClelland) postulates that the need for achieve-
ment is the most critical and that the desire to perform
according to a standard of excellence is present in most
3 • •people. Regardless of the need theory, the significant
point is that there are forces or needs within an individ-
ual that shape behavior.
Behavior, generally, is directed towards goals, that
4
is, tangible things that tend to satisfy needs. Obviously,
the goals that are most important depend on the needs
operating most strongly at a particular time. When the
rewards, or outcomes, of an organization are identical to
the goals employees seek, the motivation system is
^Hindrichs, The Motivation Crisis , p. 43.
^Ibid.
^Lawler, Motivation in Work Organizations, p. 20.
"^Hindrichs, The Motivation Crisis, p. 45.
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functioning well. When the rewards and goals are
incongruent, there is something less than full moti-
vation.^
Another component which is important in motivational
theory is effort, or how much energy is expended toward
attaining a particular goal. Effort is the activity which
links needs and goals, but how much effort is expended is
based on expectancy. Expectancy can be defined as the
person's estimate of the probability that he/she will
2
reach the intended goal. When the goals seem out of
reach, or the expectancy of attaining them is highly
limited, then the individual may withdraw and not exert
any effort; may re-direct the effort toward another goal,
3
or may become frustrated, aggressive and hostile.
The final link in this motivational system is job
satisfaction. Job satisfaction results when an individual
obtains rewards which are in harmony with his/her desired
goals. In an organizational setting, it is an outcome de-
rived from the rewards administered by an organization.
^Ibid.
,
pp. 45-49.
^Lawler, Motivation in Work Organizations , pp. 49-60.
^Hindrichs, The Motivation Crisis, p. 51.
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Theories of Job Satisfaction
The concept of job satisfaction is extremely complex.
Grunberg states that the traditional model of job satis-
faction is that it consists of the total body of feelings
that an individual has about his job.^ Wanous and Lawler
note, however, that there are nine operational definitions
of job satisfaction, depending on what is being measured
2and what theory of job satisfaction is being used.
Before reviewing the various theories, it is impor-
tant to distinguish between facet or factor satisfaction
and overall job satisfaction. Facet satisfaction refers
to an individual's affective reactions to particular
aspects of his/her job. Job satisfaction refers to an
individual's affective reactions to his/her total work
role.
^
Friedlander emphasizes that measures of job facet
satisfaction are a much more comprehensive assessment of
^Grunberg, Job Satisfaction , p. x.
^John P. Wanous and Edward E. Lawler, "Measurement
and Meaning of Job Satisfaction," Journal of Applied
Psychology 62 (1972), pp. 95-105.
^Lawler, Motivation in Work Organizations, p. 64.
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measuring job satisfaction than an overall question
regarding job satisfaction.^ He cites several studies in
which two-year faculty members expressed satisfaction with
their work, but reported dissatisfaction with their working
conditions or with facets of their job. One example Fried-
lander relates is a study conducted by Kurth and Mills
(1968) in which over 2500 two-year college faculty members
in Florida were surveyed as to their attitudes and opinions
about various aspects of their work. Of those surveyed,
95 percent indicated that they were satisfied or very
satisfied with teaching as a career; 93 percent expressed
satisfaction with community college work. However, when
they were asked if they would prefer to teach in an area
of education aside from the community college (if salary,
promotion and security were equal) , only 54 percent indi-
cated that they would remain at the two-year college. Only
50 percent indicated that they would go into community
college teaching if they could start again. Many expressed
dissatsifaction from the work itself. Obviously, if Kurth
and Mills had only asked if faculty were satisfied with
their jobs, one could easily assume that there was a high
^Frank Friedlander and Newton Margulies, "Multiple
Impacts of Organizational Climate and Individual Value
Systems Upon Job Satisfaction," Personnel Psychology 22
(1969)
,
pp. 171-183.
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level of morale and that little change was needed. It
would appear, then, that an appropriate method of defin-
ing and measuring work satisfaction must include a
measure of facet satisfaction.
Wanous and Lawler, in a comparison of nine measures
of job satisfaction, confirm that the basic measure of
facet satisfaction correlates highest with a separate
measure of overall job satisfaction.^
Some studies include an importance factor in measuring
job facet satisfaction (for example, how much independence
do you have on the job and how important is this to you) .
Ronan and Marks found, however, that putting in a weighted
importance factor only adds "noise" to the study. They
found the general tendency of subjects was to consider all
2
the listed dimensions of the job as very important.
Although opinions may differ as to which facets of job
satisfaction are important, most of the major theories of
job satisfaction incorporate measures of facet satisfaction
in measures of overall job satisfaction.
^Wanous and Lawler, "Measurement and Meaning of Job
Satisfaction," pp. 95-105.
^William W. Ronan and Edmond Marks, "Continuing
Problems in Exploring the Structure of Job Satisfaction,"
Journal of Vocational Behavior 3 (1973) , pp. 279t289.
Three theories of job satisfaction which appear
throughout the literature are the discrepancy theory,
the two-factor theory, and the performance-satisfaction
theory.
The discrepancy theory . The discrepancy theory maintains
that satisfaction is determined by the difference between
the actual outcomes a person receives and some other ideal
level. ^ Porter defines satisfaction as the difference
between responses to a "How much is there now" item and
2
responses to a "How much should there be" item. The
difference between these two types of items is computed,
and the differences are summed across the facets to yield
an overall measure of job satisfaction. Locke uses a
model with a slight variation. He believes that only
unfulfilled desires can cause dissatisfaction and that
satisfaction is the result of a comparison between fulfill-
ment (how much is there now) and desires (how much would
3
you like). Studies have shown that subjects report a
^Lawler, Motivation in Work Organizations , pp. 66-6 8.
Lyman W. Porter, "Perceived Deficiencies in Need
Fulfillment as a Function of Job Level," Journal of
Applied Psychology 46 (1962), pp. 375-384.
^Wanous and Lawler, "Measurement and Meaning of Job
Satisfaction," pp. 95-101.
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higher level on the response to "How much would you like"
in comparison to the response to "How much should there
be."^ Wanous and Lawler reported that the discrepancy
measures yielded the lowest correlation to overall job
2
satisfaction
.
The two-factor theory . Another theory of job satisfaction
is the Herzberg two-factor theory. The two-factor theory,
which was first proposed by Herzberg, Mausner, Peterson
and Capwell in 1957, argues that satisfaction and dissat-
isfaction do not run on a continuun from satisfaction to
neutral to dissatisfaction. Instead, there are two
independent continue, one running from satisfied to neutral,
and another running from dissatisfied to neutral. The
theory stresses that different job facets influence
feelings of satisfaction and dissatisfaction. Intrinsic
factors, such as achievement, recognition, the work itself,
responsibility, and advancement are listed as factors which
influence satisfaction, while extrinsic factors, such as
^Lawler, Motivation in Work Organizations , pp. 66-68.
Wanous and Lawler, "Measurement and Meaning of Job
Satisfaction," p. 102.
^Lawler, Motivation in Work Organizations, p. 66.
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company policy and administration, supervision, salary,
interpersonal relations and working conditions, are listed
as factors which influence dissatisfaction.^ One of the
interesting aspects of this theory is that it is possible
for a person to be very satisfied and very dissatisfied
at the same time.
Pallone, Hurley, and Rickard, in a review of the job
satisfaction research for 1968-69, note that only 5 of
224 studies support the two- factor theory. They cite
studies in which factors such as salary and relations with
supervisor led to both satisfaction and dissatisfaction.
In another review of the literature for 1966-67, these
same researchers conclude "clearly, the weight of evidence
in 10 years of research tends not to support Herzberg's
hypotheses as general laws applicable to workers across
3the occupational spectrum."
^Frederick Herzberg, Work and the Nature of Man (New
York: The World Publishing Company, 1966) , pp. 71-91.
^Nathaniel J. Pallone, Robert B. Hurley and Fred S.
Rickard, "Emphasis in Job Satisfaction Research: 1968-69,"
Journal of Vocational Behavior 1 (1971), pp. 11-28.
^Nathaniel J. Pallone, Fred S. Rickard, and Robert B.
Hurley, "Job Satisfaction Research of 1966-67," Personnel
and Guidance Journal 48 (1970) , pp. 469-477.
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Armstrong, in an application of the Herzberg theory,
also could not substantiate the theory and indicated that,
when Herzberg 's method involving recall,
. .has been
employed, the theory has been accepted. Conversely,
when other methods have been used, the theory has not
typically been upheld."^
Ronan
,
in an extensive review of previous research,
concurs with this opinion and mentions that the two-
factor theory is more appropriate for those at a higher
occupational level, where extrinsic context factors had
been satisfied, and intrinsic, content factors have
become more important in job satisfaction fulfillment.
The performance-satisfaction theory . The final theory of
job satisfaction is the performance-satisfaction model,
3proposed by Porter and Lawler in 1968. This model
proposes that there are many factors which lead to per-
formance, and, in turn, job satisfaction. These factors
Thomas B. Armstrong, "Job Content and Context Factors
Related to Satisfaction for Different Occupational Levels,"
Journal of Applied Psychology 55 (1971), pp. 57-65.
2
W. W. Ronan, "Individual and Situational Variables
Relating to Job Satisfaction," Journal of Applied
Psychology 54 (1970)
, pp. 1-28.
^Lawler, Motivation in Work Organizations, p. 104.
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include the value the reward has for the individual, the
perceived effort-reward probability (the employee's
expectation that effort will lead to desired rewards)
,
the effort needed, abilities and traits, and performance.
The model proposes that satisfaction results when the
rewards given meet or exceed what the individual perceives
to be an equitable level. Unlike the two-factor theory,
which assumes that certain facets are only satisfiers
while others are only dissatisfiers
,
the Porter-Lawler
model works in cyclical form. As an individual receives
a reward, the value of this reward will drop, and other
rewards will assume greater importance. For example, if
an individual has just received a large pay raise, and
this reward has given him satisfaction, then the value of
additional money has been satisfied for the time being,
and other rewards (recognition, for example) will assume
greater importance.
The interesting concept of this theory is that
satisfaction is a result of good performance rather than
a cause of it. Furthermore, the value of rewards and the
factors which influence good performance fluctuate as
various need levels are satisfied. Unlike Maslow's
hierarchy of needs, the Porter-Lawler model proposes a
constant shift and changing cycle in the value of rewards.
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Pallone, Rickard and Hurley cite a study conducted by
Alderfer on need hierarchy which concluded that "the
satisfaction of some needs situates them in a position
of perceptual dominance, not in the rank-order suggested
by Maslow."^ The results of that study appear to support
the cyclical model proposed by Porter-Lawler
.
The writer believes that a conceptual framework for
job satisfaction is best explained by the Porter-Lawler
model. This model takes into account attitudinal and
motivational factors and proposes that job satisfaction
is not an end result, but is a component in a fluctuating
process of reward fulfillment.
Factors Which Influence Job Satisfaction
It appears that the best method for assessing job
2 .
satisfaction, as substantiated by Wanous and Lawler, is
to use a measure of facet satisfaction. There are a
myriad of facets from which to choose, however, and the
research has incorporated a wide variety.
^Pallone, Rickard and Hurley, "Job Satisfaction
Research of 1966-67," p. 472.
^Wanous and Lawler, "Measurement and Meaning of Job
Satisfaction," p. 102.
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Lawler asserts that there are four major factors
which influence job satisfaction; promotion, pay, inter-
personal relationships, and the work itself.^ The Job
Descriptive Index, a questionnaire widely used by those
measuring job satisfaction and considered quite reliable,^
uses the four factors Lawler cites and adds a fifth one,
supervision. Kahn affirms that the same factors used in
the Job Descriptive Index can be considered the major
factors which influence job satisfaction. Many studies
expand on these five factors (Ronan adds organizational
climate and working conditions, for example),^ but the
writer has found that most studies appear to include the
five factors listed in the Job Descriptive Index.
Salary . Pallone, Hurley and Rickard found that a summary
of the research indicated that salary was an important
^Lawler, Motivation in Work Organizations , p. 82.
2
Bass and Barrett, Man, Work and Organizations , p. 82.
^Robert L. Kahn, "The Work Module," Work and the
Quality of Life; Resource Papers for Work in America, ed.
James O'Toole (Boston; Massachusetts Institute of
Technology, 1974), p. 209.
^Ronan, "Individual and Situational Variables
Relating to Job Satisfaction, p. 2.
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determiner of job satisfaction at all job levels, and that
low salary was a principal determinant of employee turn-
over.^
Hindrichs concurs that "rating of pay makes a rela-
tively strong contribution to overall satisfaction....
While studies which ask employees to rank the importance
of various job factors tend to place pay somewhere toward
the middle of the list, it is evident that this factor
does represent a very important component of job satis-
2faction and dissatisfaction for employees at all levels."
Iris and Barrett, in a study of job and life satis-
faction, found that satisfaction with pay can compensate
for an unhappy job situation. For those who were satisfied
with their jobs, everything but pay related to satisfaction
in general. They concluded that in an unfavorable job
situation, satisfaction with pay is the main determinant
of overall job satisfaction. In a favorable job situation,
3
satisfaction with pay is not related to job satisfaction.
^Pallone, Hurley and Rickard, "Emphasis in Job
Satisfaction Research: 1968-69," p. 21.
^Hindrichs, "A Replicated Study of Job Satisfaction
Dimensions," p. 497.
^Iris and Barrett, "Some Relations Between Job and
Life Satisfaction and Job Importance," p. 301.
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Strauss agrees that salary is an important determinant
of job satisfaction;
Indeed to me the evidence suggests that
for workers at all levels —— even managers
and professionals — lack of challenge is
much less oppressive than lack of income.
People as a whole are willing to tolerate
large doses of boredom if they are paid
enough. In so doing they are perhaps
selling their soul for a mess of pottage..
This may have an adverse impact on per-
sonality and mental health. But why
should my standards govern? Life without
adequate income can be pretty grim.l
Promotion . Kahn mentions that in a survey of working
conditions sponsored by the Department of Labor, more
than half of those questioned said promotional opportun-
. .
. 2ities were very important to them.
Ronan cites several studies in which promotional
opportunities were of major importance in the priorities
of the subjects surveyed. He cites a study conducted by
Kornhauser which concluded that the mental health (anxiety,
sociability, life satisfaction, self-esteem) of employees
varied consistently with job level, and that, for those
^George Strauss, "Worker Dissatisfaction: A Look at
the Causes," The Vocational Guidance Quarterly 24 (1957), pp.
150-152.
^Kahn, "The Work Module,/' p. 212.
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employees where there was little opportunity for promo-
tion, levels of mental health were low.^
The writer believes that, unless a job provides high
levels of intrinsic satisfaction, the lack of promotional
opportunities may very well lead to "attrition in place."
Interpersonal relations . Friedlander and Margulies refer
to previous research which has indicated that interpersonal
relationships are important to older, less well-paid, and
supervisory employees; that among white-collar workers
(but not blue-collar workers)
,
those for whom interper-
sonal relationships were of prime value were found to be
poorer performers that those for whom this value was less
important.
^
In reaction to this finding, the writer believes
that interpersonal relationships within an organization
are probably not the prime cause of satisfaction or dis-
satisfaction. Good interpersonal relations within an
organization can, however, help to set a positive tone
^Ronan, "Individual and Situational Variables
Relating to Job Satisfaction," p. 2.
^Friedlander and Margulies, "Multiple Impacts of
Organizational Climate and Individual Value Systems Upon
Job Satisfaction," p. 175.
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and fulfill the individual's need for social interaction.
Lawler adds that peer-group relationships also can
influence the individual's perception of what he/she
should receive. Especially with regard to extrinsic
rewards, Lawler emphasizes that the group can raise as
well as lower a person's perception of what he/she should
expect to receive in terms of rewards.^
Kahn indicates that studies have shown that "workers
prefer jobs that permit interaction, are more likely to
quit jobs that prevent peer interaction, and cite congen-
ial peer relationships as among the major characteristics
2
of good jobs."
Supervision . Supervision is critical to an employee's
sense of job satisfaction. Hoppock comments that, "I
suspect that how the boss treats subordinates may have
as much impact on their satisfaction as anything else."^
The relationship between supervisory behavioral
characteristics and employee satisfaction and performance
^Lawler, Motivation in Work Organizations , p. 176.
^Kahn, "The Work Module," p. 211.
^Robert Hoppock, "Reminiscences and Comments on Job
Satisfaction," The Vocational Guidance Quarterly 24 (1975),
pp. 107-115.
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is extremely complex. Ronan cites an interesting finding
by Patchen in which three attributes of supervision were
found to be of importance in job satisfaction and effic-
iency. These were (a) encouragement of efficiency, (b)
"going to bat" for subordinates, and (c) power to reward.
It was found that when supervisors exhibited (a) and (b)
(encouragement of efficiency and "going to bat" for
subordinates)
,
employee efficiency and productivity were
high. When supervisors exhibited high levels of (a)
(encouragement of efficiency)
,
and low levels of (b)
("going to bat" for subordinates)
,
however, efficiency
and productivity were lower.
^
Supervisors, in the level and quality of inter-
personal interactions they develop with their employees,
can have a profound impact in employee satisfaction. Kahn
emphasizes
,
That the characteristics of supervisory
behavior are related to worker satis-
faction is undeniable: many studies attest
to the relationship, and none present con-
trary evidence High worker satisfaction
is associated with behavior that is con-
siderate of employees and is employee-
centered. Satisfaction is associated also
with supervisory behavior that shares
^Ronan, "Individual and Situational Variables
Relating to Job Satisfaction," p. 8.
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decision-making power and accepts
influence from subordinates. Evidence
of the effects of such behavior, sometimes
described as delegation and sometimes as
participative or consultative management,
has accumulated from experiments over the
last thirty years.
1
The work itself
. In countless studies, the work itself
has emerged as having prime importance in influencing job
satisfaction. Ronan, in a study of over 200 employees at
all levels, found the major determiner of job satisfaction
2to be the nature of the work itself. The nature of the
work, that is, whether the work is intrinsically satisfy-
ing, can have a profound impact on job satisfaction.
The research indicates that white-collar workers, and
workers with higher income and more schooling, emphasize
interesting and challenging work as being most important
to job satisfaction whereas blue-collar workers emphasize
security and extrinsic factors. Ronan cites a study
conducted by Troxell, for example, in which over 700
employees were surveyed and interesting work emerged as
the major influence in job satisfaction for all but the
laborers .
^
^Kahn, "The Work Module," p. 211.
^Ronan, "Individual and Situational Variables
Relating to Job Satisfaction," p. 6.
^Ibid.
Hindrichs, in a job satisfaction survey of over
2,000 employees, confirms this viewpoint, but found a
somewhat different level of importance for managers.
For non-managerial white-collar workers, attitudes
regarding the nature of the work itself were found to be
among the most important correlate of overall satisfaction.
Job satisfaction for managers, however, appeared to be
most closely tied to the company in general.^
Kahn also emphasizes that the intrinsic character-
istics of the work have substantial effects on satis-
faction and dissatisfaction. He adds that the two aspects
of job content that appear most consistent in their effects
are the variety of the job and the autonomy the individual
2has over his/her job.
The writer assumes that the nature of the work itself
would have a strong influence on the level of satisfaction
for student personnel workers, since this group falls into
the non-managerial white-collar group. One of the sources
of satisfaction for student personnel workers might very
well be the two factors which Kahn mentions: variety and
autonomy. Unlike community college faculty, where the
^Hindrichs, "A Replicated Study of Job Satisfaction
Dimensions," p. 497.
^Kahn, "The Work Module," p. 208.
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necessity of teaching introductory courses can limit
flexibility and variety
, student personnel workers do have
a greater opportunity to re-structure and re-shape the
job from one year to the next. This factor may very well
be a prime source of satisfaction for student personnel
workers in community colleges.^
Priority Factors of Job Satisfaction
Which factors of job satisfaction emerge as being
important to individuals most likely depends on which
need levels are highest at the time the group is surveyed.
There are, however, some general trends and shifts in
values which have taken place over the last forty years
with regard to the priorities workers place on factors
which influence job satisfaction.
Strauss summarizes that in the 1940 's and 1950' s,
workers placed steady work as the most important thing
they wanted from their jobs. By sharp contrast, a 1969
survey listed interesting work first, with job security
coming seventh; six of the eight top-ranking work aspects
were related to job content. He surmises, as stated
^Ibid.
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sarlier in this paper, that salary and econoitiic factors
still carry the greatest impact. To quote another comment
he makes, "Today's luxuries become tomorrow's necessities.
Wants grow as fast as paychecks, and I doubt if economic
motivation will atrophy as fast as some psychologists
suggest.
A comprehensive study of 57,000 job applicants to a
public utility company over a 30 year period listed the
priorities for men as security, advancement, type of
work, company, pay, co-workers, supervisor, benefits,
hours, and working conditions. Women considered type of
work more important than any other factor. Over the years,
however, type of work gradually replaced security as the
most important factor for men. When the applicants were
asked what they thought others would list as most impor-
tant, they invariably felt others would list "pay" as
most important.^
Ronan, in a study of worker priorities across all
job levels, found the three most important factors to
^Strauss, "Worker Dissatisfaction: A Look at the
Causes," p. 150.
^Clifford E. Jurgensen, "Job Preferences (What
Makes a Job Good or Bad?)," Journal of Applied Psychology
63 (1973), pp. 267-276.
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be the work itself, pay, and the company.^
Although it appears that the nature of the work has
increased in importance for society as a whole, the
writer believes that any priority order will be reflec-
tive of the needs of the individual at a given point in
time
.
Variables and Job Satisfaction
There are several variables which influence the
outcome of studies on job satisfaction. Among them are
job level, sex, age, and length of service.
Job level . The literature seems to clearly support the
premise that the higher the job level, the more satisfied
the individual is. Kasl found that people in higher
status jobs are more satisfied and have somewhat better
2
mental health than people in lower status jobs. Ronan
^Ronan, "Individual and Situational Variables
Relating to Job Satisfaction," p. 26.
^Stanislav V. Kasl, "Work and Mental Health," Work
and The Quality of Life; Resource Papers for Work in
America
,
ed . James O'Toole (Boston : Massachusetts
Institute of Technology, 1974) , p. 182.
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also supports the premise that "higher occupational
status results in higher job satisfaction."^
Solomon and Tierney conducted a survey of job
satisfaction among senior and mid-level college adminis-
trators. All administrators were relatively satisfied
with their jobs, but presidents and academic affairs
officers were much more satisfied with their jobs than
other college administrators. The three major factors
of dissatisfaction were opportunity for leisure time
activities, time with family, and opportunity for scholarly
pursuits .
^
Sex . With an increasing number of women in the work force
due to both choice and economic necessity, it would appear
that there should be a similarity in job satisfaction
values among both men and women. Bass and Barrett state,
however, that there are no clear patterns in job satis-
faction factors between men and women. They note that,
^Ronan, "Individual and Situational Variables
Relating to Job Satisfaction," p. 5.
^Lewis C. Solomon and Michael L. Tierney, "Deter-
minants of Job Satisfaction among College Administrators,"
Journal of Higher Education 48 (1977) , pp. 412-431.
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in general, women are still primarily in lower level jobs,
and that since workers in lower level jobs are generally
less satisfied, that women in the work force as a whole
may be less satisfied than men.^
Maples reports a study conducted by Wolfe (1969) in
which 2,000 women were surveyed, and the results reported
that they frequently sought to avoid seeking the control
of other workers, whether male or female. Economic reward
for work was rated very low in the responses of most of
these women.
^
The writer assumes that as economic necessity and
changing values have influenced more women to enter the
job market, and as women gain higher level jobs, there
should be no difference in work values or job satisfaction
between men and women.
Age. Kasl reports that age is one of the demographic
characteristics most frequently examined for its role in
work and job satisfaction. He reports that older workers
^Bass and Barrett, Man, Work and Organizations , p. 88.
^Mary Angela Finn Maples, "Relationships Between Work
Values and Job Satisfaction Among College Student Personnel
Workers,” (Ph.D. dissertation, Oregon State University,
1977) .
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are more satisfied with their job, have a better attendance
report and less turnover, identify themselves more strongly
with management and its policies, and are less concerned
with advancement and less worried about keeping their
jobs . ^
Bass and Barrett affirm that job satisfaction in-
creases with age.^
Length of service . Hindrichs emphasizes that the beginning
three years are critical in determining job satisfaction.
He cites that studies of new recruits to organizations
found that their level of job satisfaction declined
sharply during the first three years. If they remained
with the company beyond that time, there was an upward
3
trend toward increased satisfaction.
Bass and Barrett indicate that while length of service
and age are not perfectly linked, it is true that job
satisfaction does increase with length of service. They
emphasize that the relationship is complex since the
^Kasl, "Work and Mental Health," p. 182.
^Bass and Barrett, Man, Work and Organizations, p. 89.
^Hindrichs, The Motivation Crisis, p. 31-44.
63
evidence indicates that those dissatisfied with their
jobs tend to quit. Obviously, when job mobility is
present, those who remain longer are the ones who are
more satisfied.^
The writer believes that when the opportunity for
job mobility is not present, increased length of service
may not reflect increased satisfaction. Also, when the
opportunity for advancement is limited, unless the
intrinsic — and extrinsic — rewards are high, length
of tenure may result in increased dissatisfaction rather
than increased satisfaction.
Student Personnel Workers and Job Satisfaction
Bender indicates that there is a dearth of literature
2
which exists regarding job satisfaction in student affairs.
In a study she undertook of 150 student personnel workers,
66 percent indicated that they were satisifed with their
jobs. This was not done through a questionnaire of facet
^Bass and Barrett, Man, Work and Organizations , p. 90.
^Barbara E. Bender, "Job Satisfaction in Student
Affairs," National Association of Student Personnel
Administrators Journal IS (1980) , ppl 1-5
•
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satisfaction, however, but rather by the response to the
question "For now I am satisfied with my job". This
writer questions whether a more comprehensive facet
questionnaire would have yielded different results.
Although over 90 percent indicated that their job was
important, only 36 percent planned to stay in the field of
student affairs for their entire career.^
Ohanesian, in a study of both managerial and non-
managerial student personnel workers (including Deans,
Assistant Deans and Directors)
,
found that the higher
the position and salary, the higher the level of job
satisfaction. Those who were highly satisfied were
significantly more satisfied with the intrinsic aspects
of the job such as self-esteem and opportunities for
personal growth and development than those whose overall
satisfaction was low. This writer does not find
Ohanesian' s conclusion surprising, since it seems to
support evidence in the literature which indicates that
^Ibid.
^Deborah Louise Ohanesian, "The Nature of Job
Satisfaction Among College Student Personnel Workers,"
(Ph.D. dissertation. University of Northern Colorado,
1974)
.
the higher the job level, the higher the level of satis-
fsction and the greater the value placed on intrinsic
factors
.
Maples compared the relationship between work values
and job satisfaction for all levels of student personnel
workers, including Deans and those at the Director level.
The highest work values appeared to be social service and
responsibility, while at every job level, compensation,
or "pay for the work I do," was the characteristic being
least satisfied.^
Norman, in a study of all student personnel workers
(administrators and staff) in the Washington Community
College system, found that those surveyed indicated a
positive sense of job satisfaction. Interestingly, the
administrative respondents rated themselves the least
effective and the counselors rated themselves the most
effective on the personal effectiveness scales (defined
2
as the efficiency of return to the effort invested)
.
^Maples, "Relationships Between Work Values and Job
Satisfaction Among College Student Personnel Workers,"
pp. 77-85.
^Earl Thomas Norman, "Job Satisfaction of Student
Personnel Workers in Washington Community Colleges,"
(Ph.D. dissertation. University of Washington, 1975)
.
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This writer believes that such a finding may support the
premise that those individuals who provide direct ser-
vices to students may find a higher level of intrinsic
reward than those in administrative positions who are
further removed from daily interaction with students.
None of these studies has dealt with staff level,
non-supervisory student personnel workers alone; all
have included administrative levels. Since job satis-
faction increases with higher job levels, the writer
believes that it is possible that a study of non-super-
visory staff alone could yield very different results.
Summary and Conclusion
There is no question that job satisfaction is a
complex concept and that it is but one factor among many
variables which are a part of the motivational process.
It is known that job satisfaction is related to employee
absenteeeism and turnover. This factor is especially
significant as the opportunity for job mobility decreases
and the potential for "attrition in place" becomes an
unfortunate alternative.
There are countless numbers of factors which influence
job satisfaction, but the most commonly used appear to be
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pay, promotion, interpersonal relations, supervision, eind
the work itself. The literature clearly indicates that
intrinsic values, such as the work itself, are more
important to higher level, white-collar employees, whereas
extrinsic values, such as pay and promotion, are impor-
tant to lower level, blue-collar employees.
Little research has been conducted on job satisfac-
tion and student personnel workers. Studies which have
been conducted in the area of student personnel work and
job satisfaction have included all levels of student
personnel workers, including those on the supervisory
level. There appears to be limited, if any, research
dealing with the factors which influence those student
personnel workers who have direct interaction with the
student population.
Yet this group, in providing direct services to the
student population, is a critical component in the ful-
fillment of the mission of the community college. Many
questions remain unanswered: What factors are important
to this group? Are they satisfied as a whole, or has the
"winding down process" begun? Do the intrinsic rewards
of interacting with students act as a major source of
satisfaction? Does the lack of promotional opportunity
have an adverse effect on job satisfaction? The need for
68
further research is essential in order to begin to answer
these questions.
CHAPTER III
DESIGN AND METHODOLOGY
Introduction
The purpose of this chapter is to explain the design
and methodology employed in this study, with particular
reference to the research population identification, the
population size, the design of the questionnaire, and the
design and implementation of the study.
Research Population Identification
Rummel states that, "The definition of a population
is fundamental and has too frequently been given inadequate
attention in research studies. It is necessary that the
population considered be defined precisely and the signi-
ficance of the findings of the research study be limited
to the population sampled."^
^J. Francis Rummel, An Introduction to Research
Procedures in Education, (New York: Harper Brothers, 1958),
p. 136.
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For the purpose of this study, the population was
defined as full-time student personnel workers who are
employed in community colleges in Massachusetts and who
report, directly or indirectly, to the Dean of Student
Services. Although the job responsibilities of this group
may vary (health care counselors, directors of admission,
directors of financial aid, counselors, directors of stu-
dent activities)
,
all members provide direct service to
students and all are in contact with students on a
continuing basis.
The population was limited to those student personnel
workers within community colleges so that there would be
a common identity with the group as a whole. Since the
mission of the community college is distinct from that of
other segments of higher education (the community college
adheres to the open door admissions policy and reflects
the needs of the surrounding community, for example) , it
would follow that the function of student personnel
workers would vary from community colleges to four-year
colleges and universities. In order to define the popu-
lation as clearly and precisely as possible, and in order
to keep the variables among the group as limited as
possible, all four-year college and university personnel
were thus eliminated from the study.
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Finally, the study was limited to Massachusetts
because, again, there are some common factors which are
unique to Massachusetts. The current reorganization of
higher education within the state, as well as collective
bargaining and the legislative process of funding higher
education are all issues which are of common concern to
employees of higher education within the state.
The mailing list for the population was obtained
through a directory which is printed annually by the Dean
of Student Services Council, an organization of all Deans
of Students in Massachusetts community colleges. The list
consisted of all student personnel workers in Massachusetts
community colleges, and it was verified for accuracy by
this writer through the Dean of Student Services' offices
in each of the fifteen community colleges.
Population Size
The total population size consisted of one hundred
fifty-six (156) participants. The invited participants
represented student personnel workers at fifteen Massa-
chusetts community colleges, ranging in size from a high
of fourteen student personnel workers at one communii-y
college to a low of six student personnel workers at
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another coiranunity college. The average number of invited
P^J^ticipants at each community college was about ten.
Since the total number of participants was relatively
small f the pilot guestionnaire was conducted using two
groups who had similar job functions but who were not a
part of the population to be studied. The first pilot
group included students enrolled in the School Personnel
Administration course taught by Dr. Harvey Scribner and
offered through the University of Massachusetts Field-
Based Doctoral Program. These students were all working
as full-time educators, and most were administrators and
faculty who were employed in the Massachusetts community
college system. The second group used for the pilot
study consisted of student personnel workers employed at
the University of Lowell. The job functions of this
second group were similar to that of the population to be
studied but differed in that they were employed in a
university setting rather than in a community college.
The total number of individuals who were invited to parti-
cipate in the pilot study was twenty-eight. Pilot testing
the questionnaire on similar groups outside the population
to be studied insured that the research population would
remain as large as possible.
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Design of the Questionnaire
Rummel states that, "The production of good question-
naire items is one of the most important tasks of the
researcher in developing an instrument for gathering data
from widely scattered sources .. .The reliability and val-
idity of the data obtained must depend upon the adequacy
of the questionnaire."^
In an effort to test the hypotheses described in
this study, a four part questionnaire was developed.
Part I provided demographic data on the participants.
This section of the questionnaire included seven questions
which elicited information on the following categories:
1 . Age
2 . Sex
3. Education
4. Length of service in present position
5. Length of service in higher education
6. Member of collective bargaining unit
or management
7. Salary
^Rummel, An Introduction to Research Procedures in
Education, p. 95.
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These demographic items were selected because all
with the exception of item number 6 had been extensively
cited in previous literature as having a relationship to
levels of job satisfaction. Item number 6, indicating
whether the respondent was a member of the collective
bargaining unit or of management, is an item peculiar to
this particular population, and was added to indicate
whether inclusion in either collective bargaining or
management influenced levels of job satisfaction.
Part II was designed to obtain information related
to the respondents' perception of the importance of various
factors which influence job satisfaction. Respondents
were asked to rank order the following six factors
according to level of importance:
Opportunity for promotion
Colleagues
The work itself
Pay
Security
The supervision you receive
Although there are countless factors which influence
job satisfaction, the five factors which appear most con-
sistently in the literature are promotion, pay, super-
vision, interpersonal relationships and the work itself
(see Chapter II) . The writer added a sixth factor.
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security, in light of the political factors within the
state at the time the study was conducted. There had been
substantial lay-offs in public elementary and secondary
schools as a result of Proposition 2-1/2, and there were
proposals by the newly formed Board of Regents for higher
education to merge at least two community colleges. Job
security seemed to be a critical factor to many profes-
sionals working in community colleges, and it was the
opinion of this writer that job security was a factor
which should be included in the list of influential
priorities. All six factors are also components of Part
III, in which questions related to each of the factors are
explored in greater depth.
Part III, the largest component of the questionnaire,
was developed to assess the amount of job satisfaction
respondents perceive they have in their current position.
Questions in Part III were adapted from a study conducted
by Dr. John Hindrichs^ and were used with the permission
of the author. Several questionnaires were considered for
this study, as indicated in Chapter,!, but the Hindrichs
questionnaire was, in the opinion of this writer, the most
appropriate for this study. Since the Hindrichs quesuion-
^Hindrichs, "A Replicated Study of Job Satisfaction
Dimensions," pp. 479-503.
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naire had been factor analyzed on a large population, the
risk of including poorly worded or erroneous questions
was reduced. This factor analysis categorized the ques-
tions into the same six factors mentioned in Part II of
the study: opportunity for promotion, colleagues, the work
itself, pay, security, and supervision. In addition, there
were a few questions which were included in the categories
of the company (college) and job obstacles. A listing of
the questions by category is included in the Appendix.
In adapting the Hindrichs questionnaire for use in
this study, the writer first changed the format of the
questionnaire from individual questions into statements
to which the respondents could agree or disagree. Ques-
tions which were not appropriate for use with this popu-
lation were eliminated, and other questions were added.
The questions were then randomly arranged so that each
of the factors would not be categorized and readily appar-
ent to the respondents. Finally, about half of the
questions were negatively worded to prevent a positive
pattern of response.
Rating method . The rating scale used for Part III of the
questionnaire was a Likert-type scale. There were four
general categories from which the respondents could
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choose: Strongly Agree (SA) ; Agree (A); Disagree (D)
;
and Strongly Disagree (SD) . The category of Undecided
was purposely not listed so that the respondents would
be encouraged to form a positive or negative opinion
regarding each question. Any question which was inter-
mittently left blank, however, was counted as an Undecided
response. Each response was associated with the following
value
:
Strongly Agree
Agree
Disagree
Strongly Disagree
(SA)
(A)
(D)
(SD)
5 points
4 points
2 points
1 point
Those questions which were intermittently left blank
were counted as Undecided responses and were given three
points. When a series of questions was left unanswered,
however, it was scored as missing data. The point scale
was reversed for all negatively worded questions.
Part IV asked the respondents to reply to an overall
question as to their level of satisfactiort on the job.
This final question enabled this researcher to develop a
means of comparison between the respondents' level of
satisfaction to specific factors of job satisfaction
(Part III) and their perceived overall level of job
satisfaction (Part IV) . A similar procedure had been used
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in th© Hindrichs study, and this final qusstion was
adapted from the Hindrichs questionnaire.
Design and Implementation of the Study
Once the questions had been refined and arranged in
random order, the questionnaire was distributed to the
pilot group and then, following revisions, to the popu-
lation designated for the study.
Pilot study . The first step prior to distribution of the
final questionnaire was to pilot test the instrument on
a similar population. As Borg stated, "A preliminary
trial of research measures and techniques is essential to
the development of a sound research plan."^ This pilot
study was undertaken to elicit feedback regarding the
format of the questionnaire, the wording of both the
questions and the directions, as well as the overall style
and presentation. The pilot study also served as a means
to test whether there would be a broad distribution in
the types of responses.
^Walter R. Borg, Educational Research; An Introduction
(New York: David McDay Company, Inc., 1963), p. 184.
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Pilot cover letter . A cover letter was designed to
explain the purpose of the study and to request partici-
pants to comment on the format of the questionnaire, the
^®i®vance and appropriateness of the questions, along with
any other general observations. Several lines were added
at the bottom of the pilot questionnaire so that partici-
pants would have adequate space to reply. A stamped, self-
addressed envelop was included with those pilot question-
naires which were mailed.
Pilot sample . Two groups were used for the pilot study.
One group consisted of students enrolled in the University
of Massachusetts Personnel Administration course offered
during the fall 1981 semester, and the other group
included all members of the student personnel staff at
the University of Lowell. Permission was obtained from
Dr. Harvey Scribner to distribute the questionnaire to
students in his Personnel Administration class. Question-
naires were distributed to fourteen members of the class,
and the questionnaires were completed and collected prior
to a class meeting in September 1981. For the pilot
sample at the University of Lowell, a meeting was first
,scheduled ' in September 1981 with Dr. Mary E. McGauvran,
Vice President for Student Services at the University, in
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order to explain the purpose of the questionnaire and to
request her permission to distribute the questionnaire
to members of the student services staff. Dr. McGauvran
was most encouraging and indicated that she would explain
the pilot study as a part of the agenda at the next
scheduled student services staff meeting, and that she
would encourage members of her staff to complete and return
the questionnaire. Fourteen questionnaires were mailed to
staff members at the University of Lowell, and a total of
ten were returned. Including the fourteen questionnaires
distributed through Dr. Scribner's School Personnel Admin-
istration course, a total of twenty-four completed pilot
questionnaires were returned.
Pilot returns. Responses from the pilot survey were most
favorable with regard to the format of the questionnaire
and the clarity and appropriateness of the questions.
There was also a broad distribution of responses to each
of the questions. Some suggestions were made on the pilot
jf0turns regarding the wording of some of the questions,
and as a result of these suggestions, appropriate revisions
were made. In Part I of the questionnaire. Item 6 was
shortened so that respondents only had to indicate whether
they were members of the collective bargaining unit or of
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management. The salary range in Part I, Item 7, was
lengthened. In Part II, the words "promotion" and
"supervision" were changed to "opportunity for promotion"
and "the supervision you receive." In Part III, questions
13, 31, and 33 were revised to improve the clarity of the
statements
.
Survey distribution . Once the questionnaire revisions
were completed, a cover letter for distribution to the
survey population was developed. The cover letter was
designed to be brief and concise. The letter began with
a single question in the first paragraph in the hope of
stimulating the reader's interest. Both the cover letter
and questionnaire were printed on high quality color
stock to convey a professional appearance. The quesion-
naire was printed on a four-sided sheet of folded paper
so that it could be conveniently completed and returned.
A stamped, self-addressed envelop was also enclosed.
The questionnaires were mailed to the one hundred
fifty-six participants in the survey population on
October 31, 1981.
Follow-up . Ten days after the initial questionnaire was
mailed, a follow-up postcard was sent to all one hundred
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fifty-six participants in the study. This follow-up
postcard served both as an acknowledgement for those who
had completed the questionnaire, and as a reminder to
complete and return the survey for those who had not.
Method of Analysis
Eight hypotheses were constructed in order to test
the relationship between various factors and levels of
job satisfaction. Prior to the actual testing of the
hypotheses, however, preliminary steps were taken. First,
the statements that had been randomly arranged in Part III
of the questionnaire were categorized according to the
following eight factors: the work itself, pay, supervision,
the opportunity for promotion, colleagues, the college in
general, job security and work obstacles. A listing of
these statements, by factor, is included in the Appendix.
It should be again noted that all statements in Part III,
with the exception of a few which had been added by this
author, had been previously factor analyzed.^ This factor
analysis helped to insure that each statement did, in fact,
measure what it was intended to measure.
^Hindrichs
,
"A Replicated Study of Job Satisfaction
Dimensions," pp. 479-503.
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Once the statements were arranged by factor, a list
of negatively worded statements was prepared so that the
point scale for these items could be reversed.
The hypotheses and the method of analysis were as
follows
:
Hypothesis I . The population will rank the intrinsic
priority of the work itself as the highest priority.
Method of analysis . A simple frequency analysis for
a descriptive statistic was compiled.
Hypothesis II . The mean score for the intrinsic scale
will be significantly higher than the mean score for the
extrinsic scale.
Method of analysis . The intrinsic scale was con-
structed by finding the mean for the sum of the responses
to the items which were included in the category the work
itself. The extrinsic scale was constructed by finding
the mean for the sum of the responses to the items which
were included in the categories of pay, supervision,
opportunity for promotion, colleagues, job security, and
the college in general. A paired-sample T-test was used
to compare the two scales.
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Hypothesis III . There will be a positive significant
correlation between the intrinsic scale score and the job
satisfaction level.
Method of analysis . Correlation analysis was used
to determine the level of significance between the intrin-
sic scale score and the job satisfaction level. Since the
job satisfaction levels ranged from a one ("most satisfied")
to ten ("least satisfied ")
,
the correlation signs in the
analysis were reversed. That is, a negative correlation
between job satisfaction and the intrinsic scale (a "one"
score on job satisfaction, for example, and a high score
on the intrinsic scale) was expressed in the analysis as
a positive correlation.
Hypothesis IV . There will be no correlation between the
extrinsic scale score and the job satisfaction level.
Method of analysis . Correlation analysis was used
to determine the level of significance between the
extrinsic scale score and job satisfaction level. As in
the method of analysis for Hypothesis III, the correla-
tion signs were reversed as the data was interpreted.
Hypothesis V . There will be no correlation between scale
scores for factors of pay, supervision, opportunity for
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promotion, college in general, colleagues, job obstacles,
job security/anxiety, and the job satisfaction level.
Method of analysis . Correlation analysis was used to
determine the level of significance between factors of pay,
supervision, opportunity for promotion, college in general,
colleagues, job obstacles, job security/anxiety, and the
job satisfaction level. Again, because low scores on the
job satisfaction level indicated high levels of job satis-
faction, negative and positive correlations between the
job satisfaction levels and the various factors were
reversed.
Hypothesis VI . There will be a significant positive
relationship between the job satisfaction indices and the
following selective variables:
level of education
age
salary
length of service in present position
length of service in higher education
Method of analysis . Analysis of variance was used
to compare the relationship between each job satisfaction
index (pay, supervision, opportunity for promotion,
college in general, colleagues, job obstacles, job
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security/anxiety) and each of the factors of level of
education, age, salary, length of service in present
position, and length of service in higher education.
Hypothesis VII . There will be no significant difference
between the job satisfaction indices and sex.
Method of analysis
. A T-test was used to compare
the factors of pay, supervision, opportunity for promo-
tion, college in general, colleagues, job obstacles, and
job security/anxiety to the variable of sex.
Hypothesis VIII . There will be no significant difference
between responses of unit student personnel workers and
management student personnel workers to the job satis-
faction indices.
Method of analysis . A T-test was used to compare the
responses of those in the collective bargaining unit and
those in management to factors of pay, supervision,
opportunity for promotion, college in general, colleagues,
job obstacles, and job security/anxiety.
In addition to the above analyses, frequencies, means,
and standard deviations were computed for each of the items
in the questionnaire.
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With regard to the demographic data, the number and
percentage of the population was computed for age, sex,
education, length of service in present position, length
of service in higher education, member affiliation
(collective bargaining or management) and salary. Each
of the demographic items was then reported by frequency
and percentage for the collective bargaining unit and for
management.
CHAPTER IV
ANALYSIS OF THE DATA
This chapter includes the procedures used in the
collection of the data, an analysis of the data, and an
interpretation of the data.
Collection of the Data
The survey questionnaire was mailed on Saturday,
October 31, 1981, to a total population of 156 partici-
pants. A minimum of twenty responses per day were
received in the first few days after the initial mailing,
and then decreased over the next week to about five to
ten per day. The follow-up postcard was mailed on
Tuesday, November 10, 1981, and the responses increased
in the days after the postcard had been mailed. The
remainder of the responses were received at the rate of
about three to four each day for the rest of the month.
The last day scheduled for receipt of responses was
Saturday, November 28, 1981. A few questionnaires were
received after that date, but were not counted in the
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number of total responses received or in the data
collection.
The total amount of responses received was 114
,
or
73 percent of the total population.
Processing the returns . Each item on the questionnaire
was numerically re-coded for computer use. There were a
total of 81 items which were numerically coded for the
computer, including all the items on the questionnaire
along with a code number for each questionnaire received.
Items which were left blank were coded as a "9", indi-
cating a blank response. Items in Part III which were
intermittently left blank were coded as a "3", indicating
an undecided response. As the questionnaires were re-
ceived, the responses were coded with their numerical
values on computer code sheets. The information on these
sheets was then key punched into data cards for use with
the computer. The Statistical Package for the Social
Sciences (SPSS) was used to process the results of the
data received.
The services of a statistical consultant. Dr.
Alexander Olsen, Professor, Mathematics Department,
University of Lowell, were used to plan the statistical
analysis of the hypotheses, to program the information
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for the computer
,
and to analyze the results of the
data.
Analysis of the Data
The analysis of the data was divided into five main
parts: Part I, Initial correlation analysis; Part II,
Hypotheses; Part III, Selected item analysis; Part IV,
Item analysis by scale score; and Part V, Demographics.
Part I. Initial Correlation Analysis
Before the hypotheses were tested, a correlation
analysis was computed for each statement from Part III of
the questionnaire. This correlation analysis was conducted
to insure that the items "fit together" properly within
each of the factors. For example, item number 1, "I like
the kind of work I do," from the factor "the work itself"
was intercorrelated with every other item in that factor.
Item number 3, "Considering my present duties and respon-
sibilities, I am satisfied with the salary I am currently
making", from the factor of "pay", was intercorrelated
with every other item within that factor, and so on, for
each of the eight factors. Across most all the factors.
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the items were highly intercorrelated and were highly
significant (p < .05) with one another. There were a
few exceptions; first, in the factor of "opportunity for
promotion," item number 7, "I am satisfied with where I
am now in my overall work career," did not correlate,
in the majority of cases, with the other items in that
factor. Likewise, item number 43, "Working with people
who are kept on the job, even though they are clearly
incompetent," and item number 33, "The numbers of hours
I work is not a problem for me," the only two items from
the factor "work obstacles," were not significantly
correlated (sig = .0928). As a result of the correlation
analysis, the data from item number 7 was eliminated from
the factor of "pay" and the "work obstacles" factor (items
number 43 and 33) were also deleted from the study.
Part II. Hypotheses '
Hypothesis I . The population will rank the intrinsic
priority of the work itself as the highest priority.
Part II of the questionnaire asked the respondents
to rank order six factors (opportunity for promotion,
colleagues, the work itself, pay/ security, and the
supervision you receive) according to their perceived
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level of importance. The response to each factor is
reported as follows.
The work itself . The population ranked the work
itself as the highest priority. Hypothesis I was accepted.
TABLE 1
RESPONSES BY RANK ORDER POSITION FOR THE CATEGORY
THE WORK ITSELF
(N-114)
Rank Order
Position
Absolute
Frequency
Relative
Frequency
(Pet)
Cumulative
Frequency
(Pet)
1 86 75.4 75.4
2 11 9.6 85.1
3 11 9.6 94.7
4 5 4.4 99.1
5 0
6 0
9 (Blank) 1 .9 100.0
The mean rank position for the work itself was 1.49,
indicating that the majority of the population listed the
work itself as the first, or highest priority. As Table 1
illustrates, 75 percent of the population listed
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the work itself as the first priority, and 94 percent of
the population listed the work itself within the top
three choices.
The remaining tables describe the respondents rank-
ordering of the categories pay, colleagues, opportunity
for promotion, security and supervision.
Pay
. The respondents ranked pay as the second
highest priority, with a mean response of 2.921.
TABLE 2
RESPONSES BY RANK ORDER POSITION FOR THE CATEGORY
PAY
(N=114)
Rank Order
Position
Absolute
Frequency
Relative
Frequency
(Pet)
Cumulative
Frequency
(Pet)
1 8 7.0 7.0
2 39 34.2 41.2
3 37 32.5 73.7
4 21 18.4 92.1
5 5 4.4 96.5
6 3 2.6 99.1
1 .9 100.09 (Blank)
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As Table 2 indicates, about one-third of the
population ranked pay as either the second or third
priority. 73 percent ranked pay in the top three posi-
tions .
Colleagues
. The next item considered was the
category of colleagues. As Table 3 indicates, 74 percent
of the population listed colleagues in the second, third
or fourth rank order position. The mean response was
3.21.
TABLE 3
RESPONSES BY RANK ORDER POSITION FOR THE CATEGORY
COLLEAGUES
(N=114)
Rank Order
Position
Absolute
Frequency
Relative
Frequency
(Pet)
Cumulative
Frequency
(Pet)
1 6 5.3 5.3
2 41 36.0 41.2
3 22 19.3 60.5
4 22 19.3 79.8
5 17 14.9 94.7
6 5 4.4 99.1
1 .9 100.09 (Blank)
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Opportunity for promotion . Table 4 reviews the rank
order position for the category of opportunity for promo-
tion. As shown in Table A, 83 respondents ranked the
category of promotion in the fourth, fifth or sixth
position. The mean response was 4.26.
TABLE 4
RESPONSES BY RANK ORDER POSITION FOR THE CATEGORY
OPPORTUNITY FOR PROMOTION
(N=114)
Rank Order
Position
Absolute
Frequency
Relative
Frequency
(Pet)
Cumulative
Frequency
(Pet)
1 7 6.1 6.1
2 8 7.0 13.2
3 15 13.2 26.3
4 30 26.3 52.6
5 31 27.2 79.8
6 22 19.3 99.1
9 (Blank) 1 .9 100.0
Security. The category of security was ranked
slightly below that of opportunity for promotion with the
mean response being 4.40. About three-quarters of the
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population placed security in the fourth, fifth or sixth
position. Table 5 presents a summary of the responses by
rank order for the category security.
TABLE 5
RESPONSES BY RANK ORDER POSITION FOR THE CATEGORY
SECURITY
(N=114)
Rank Order
Position
Absolute
Frequency
Relative
Frequency
(Pet)
Cumulative
Frequency
(Pet)
1 5 4.4 4.4
2 9 7.9 12.3
3 15 13.2 25.4
4 24 21.1 46.5
5 31 27.2 73.7
6 29 25.4 99.1
9 (Blank) 1 .9 100.0
Supervision. The category which was ranked as the
lowest priority was supervision, with a mean ranking of
5.0. As summarized in Table 6, about half the population
ranked supervision as the lowest priority , and close to
75 percent ranked supervision in either the fifth or
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sixth position. Only one respondent listed supervision
as the most important priority.
TABLE 6
RESPONSES BY RANK ORDER POSITION FOR THE CATEGORY
SUPERVISION
(N=114)
Rank Order
Position
Absolute
Frequency
Relative
Frequency
(Pet)
Cumulative
Frequency
(Pet)
1 1 .9 .9
2 6 5.3 6.1
3 13 11.4 17.5
4 11 9.6 27.2
5 27 23.7 50.9
6 55 48.2 99.1
9 (Blank) 1 .9 100.0
Table 7 provides a summary of the mean scores
for each of the six categories.
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TABLE 7
SUMMARY OF MEAN RESPONSES, IN DESCENDING ORDER,
FOR RANK-ORDER FACTORS
(N=114)
Factor Mean Rank Position
The work itself 1.49
Pay 2.92
Colleagues 3.21
Opportunity for promotion 4.24
Security 4.40
The supervision you receive 5.00
Hypothesis II . The mean score for the intrinsic scale
will be significantly higher than the mean score for the
extrinsic scale.
This hypothesis was based on the responses of the
participants to the 51 statements in Part III of the
questionnaire. These 51 statements tested the partici-
pants* attitudes toward the current level of satisfaction
with regard to eight factors, or categories: the work
itself, pay, supervision, opportunity for promotion,
colleagues, job security, the college in general, and
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work obstacles. Because the responses to two of the
questions on the work obstacles scale did not signifi-
cantly correlate with one another, the work obstacles
scale was deleted from the study.
An intrinsic and an extrinsic scale were developed
to test Hypothesis II. The intrinsic scale was the mean
of the sum of all the responses to the items about the
work itself. The extrinsic scale was the mean of the
sum of all the responses to the items about pay, super-
vision, opportunity for promotion, colleagues, job security
and the college in general.
A paired-sample T-test was conducted to compare the
responses to the two scales. As Table 8 indicates, the
mean score for the intrinsic scale was significantly
higher than the mean score for the extrinsic scale, with
a significance level of .001 (p < .001). Hypothesis II
was accepted.
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TABLE 8
RESULTS OF T-TEST COMPARING THE MEAN FOR THE
INTRINSIC SCALE AND THE MEAN FOR THE
EXTRINSIC SCALE
(N=113)
Mean
T
Value
Degrees of
Freedom
Significance
Level
Intrinsic
Scale
Extrinsic
Scale
3.8402
3.2090
11.46
V
112 .000*
significant at the .001 level
Hypothesis III . There will be a positive significant
correlation between the intrinsic scale score and the job
satisfaction level.
For Hypothesis III, the intrinsic scale score, that
is, the mean of the sum of the responses to the items
about the work itself, was compared to the participants'
responses to the question in Part IV of the questionnaire;
"Considering everything, how would you rate your overall
level of satisfaction in your current job?" Responses to
the question in Part IV ranged from a level of one.
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most satisfied, to a level of 10, indicating
least satisfied. Responses to this question in Part IV
were defined as the job satisfaction level.
The correlation co-efficient between the intrinsic
scale score and the job satisfaction level was .546
(r = .546), with a significance level of .001 (p < .001).
Thus, there was a highly significant correlation between
the intrinsic scale score and the job satisfaction level.
Hypotheses III was accepted.
Hypothesis I
V
. There will be no correlation between the
extrinsic scale score and the job satisfaction level.
Hypothesis IV compared the extrinsic scale score
(the mean of the sum of the responses to the items about
pay, supervision, opportunity for promotion, colleagues,
job security, and the college in general)
,
and the res-
pondents' level of job satisfaction (responses to the
questions in Part IV asking the participants to rate
their overall level of job satisfaction)
.
Although this hypothesis stated that there would be
no correlation between the extrinsic scale score and the
job satisfaction level, the results of the study indicated
the opposite. There was a very high correlation between
the two factors, with a correlation co-efficient of
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.7192 (r = .7192) and a significance level of .001
(p < .001)
.
It is interesting to note that the correlation
between the extrinsic scale score and the job satisfaction
level was much higher than the correlation for the
intrinsic scale score and the job satisfaction level.
The correlation co-efficient for the extrinsic scale
score and the job satisfaction level was .7192, while the
correlation co-efficient for the intrinsic scale score and
the job satisfaction level was .546.
Hypothesis IV, then, was rejected.
Hypothesis V . There will be no correlation between scale
scores for factors of pay, supervision, opportunity for
promotion, colleagues, job security and the college in
general and the job satisfaction level.
This hypothesis examined the separate factors within
the extrinsic scale score with the levels of job satis-
faction. In the analysis of the data, each factor was
examined separately with the job satisfaction level. The
results of the correlation co-efficients for each compari-
son are reported in the sub-hypotheses listed below.
Sub-hypothesis A . There will be no correlation
between the scale score for the factor of pay and the job
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satisfaction level.
The results of the study indicated that there was,
in fact, a high correlation between the factor of pay and
the job satisfaction level, with a correlation co-efficient
of .4997 (r = .4997) and a significance level of .001
(p < .001). Sub-hypothesis A was rejected.
Sub-hypothesis B . There will be no correlation
between the scale score of supervision and the job
satisfaction level.
Again, there was a significant positive correlation
(r = .4997) for the factor of supervision and the job
satisfaction level. The significance level was .001. Sub-
hypothesis B was rejected.
Sub-hypothesis C . There will be no correlation
between the scale score for the opportunity for promotion
and the job satisfaction level.
As with the factors of pay and supervision, there was
also a high positive correlation (r = .5516) between the
scale score for opportunity for promotion and the job
satisfaction level. The significance level was .001. Sub-
hypothesis C was rejected.
Sub—hypothesis D . There will be no significant
correlation between the scale score for colleagues and
the job satisfaction level.
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The correlation between the scale score for
colleagues and the job satisfaction level was highly
significant, with the significance level at .001. The
correlation co-efficient was .3771. Sub-hypothesis D was
rejected.
Sub-hypothesis E . There will be no significant
correlation between the scale score for job security and
the job satisfaction level.
As with the other extrinsic factors, there was also
a positive significant correlation (r = .3233) between
the scale score for job security and the level of job
satisfaction. The significance level was .001. Sub-
hypothesis E was rejected.
Sub-hypothesis F . There will be no significant
correlation between the scale score for the college in
general and the job satisfaction level.
The correlation co-efficient for the scale score of
the college in general and the job satisfaction level
was extremely high at .6277 (r = .6277). The signifi-
cance level was .001. Sub-hypothesis F was rejected.
Summary, hypothesis V . Although Hypothesis V proposed no
significant correlation between factors of pay, supervision,
opportunity for promotion, colleagues, job security, and
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the college in general with levels of job satisfaction,
there was, in fact, a highly significant correlation
between each of these factors and the level of job satis-
faction, The highest two correlations with the job
satisfaction level were the factors of the college in
general and the opportunity for promotion. The lowest
correlation with the job satisfaction level, although
the correlation was still highly significant, was the
factor of supervision. A summary of the correlations
between each of the extrinsic scale scores and the job
satisfaction level, from the highest correlation to the
lowest, is presented in Table 9.
Hypothesis VI . There will be a significant relationship
between the job satisfaction indices and the following
selective variables:
level of education
age
salary
length of service in present position
length of service in higher education
This hypothesis compared the various demographic
factors of level of education, age, salary, length of
service in present position, and length of service in
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TABLE 9
CORRELATION COEFFICIENTS BETWEEN EXTRINSIC SCALE
SCORE FACTORS AND LEVEL OF JOB SATISFACTION
(N=lll)
Extrinsic
Scale Score
Factor
Correlation
Coefficient
Level of
Significance
College in general .6277 .001*
Opportunity for promotion .5516 .001*
Pay .4997 .001*
Colleagues .3771 .001*
Job Security . 3233 .001*
Supervision .3034 .001*
*signifleant at the .001 level
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hi^hsir sdiic3,tion to th© seal© scojt© factors of pay,
sup©rvision, opportunity for promotion, th© coll©g© in
g©n©ral, coll©agu©s, and job s©curity. Th© assumption
was that a high l©v©l of ©ducation, and a high©r ag©,
salary, and l©ngth of s©rvic© both in pr©s©nt position
and high©r ©ducation, would corr©lat© positively with a
high l©v©l of satisfaction in ©ach of th© areas of pay,
supervision, etc.
Th© results of Hypothesis VI are presented through
th© us© of tables and sub-hypotheses which describe each
of the demographic items in relation to the scale scores.
Sub-hypothesis A . There will be a significant
positive relationship between level of education and the
job satisfaction indices of pay, supervision, opportunity
for promotion, the college in general, colleagues, and
job security.
The results of sub-hypothesis A are presented in
Table 10. There was no significant positive correlation
between levels of education and any of the scale score
factors. There was, however, a negative significant
correlation between levels of education and the respon-
dents' attitudes toward supervision and the opportunity
for promotion. That is, the higher the level of education,
the lower the respondents' satisfaction with their immed-
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TABLE 10
CORRELATION COEFFICIENTS BETWEEN RESPONDENTS
LEVEL OF EDUCATION AND SCALE SCORE FACTORS
(N=110)
Scale Score
Factor
Correlation
Coefficient
Level of
Significance
Pay -.0228 .407
Supervision -.2719 .002*
Opportunity for promotion -.1617 .045**
Colleagues -.0334 .365
Job security .0869 .183
College in general -.1024 .144
*significant at the .01 level
**signifleant at the .05 level
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iate supervisor and their perceived opportunity for
promotion. Although there was no significant correlation
with any of the other factors, there was a tendency toward
a negative significance between level of education and
factors of pay, the college in general, and colleagues.
In other words, there was a tendency, although not signi-
ficant, that the higher the level of education, the less
the level of satisfaction with regard to pay, the college
in general, and colleagues. Again, however, there was no
significant positive correlation between level of educa-
tion and any of the scale score factors. Thus, sub-
hypothesis A was rejected.
Sub-hypothesis B . There will be a significant
positive relationship between the variable of age and
the job satisfaction indices of pay, supervision, oppor-
tunity for promotion, the college in general, colleagues,
and job security.
This hypothesis assumed that those respondents who
were older would be significantly more satisfied with the
various extrinsic factors. As shown in Table 11, however,
the data indicated that age was significantly positively
correlated with only the scale scores for colleagues
and job security.
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TABLE 11
CORRELATION COEFFICIENTS BETWEEN RESPONDENTS
AGE AND SCALE SCORE FACTORS
(N=114)
Scale Score
Factor
Correlation
Coefficient
Level of
Significance
Pay .1276 .089
Supervision -.1025 .135
Opportunity for promotion .0028 .489
Colleagues .1648 .037*
Job security .1956 .019*
College in general .1389 .072
*signifleant at the .05 level
There was no significant correlation between age and
factors of pay, supervision, opportunity for promotion,
and the college in general. However, older respondents
replied significantly to more positive feelings about
their colleagues and about job security. Sub-hypothesis
B was accepted for age and factors of colleagues and job
security only.
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Sub-hypothesis C . There will be a significant
positive relationship between the respondents' level of
salary and the job satisfaction indices of pay, super-
vision, opportunity for promotion, the college in general,
colleagues and job security.
Sub-hypothesis C assumed that the higher the respon-
dents' salary level, the higher their level of satisfaction
would be with regard to pay, supervision, and the other
extrinsic factors. Obviously, there was a high positive
correlation between salary level and positive responses
to the scale for pay, as Table 12 indicates. There was
also a high correlation between salary levels and the
respondents' attitude toward job security. There was no
significant correlation between salary levels and the
respondents attitude toward supervision, opportunity for
promotion, colleagues, and the college in general. It
should be noted that there was a negative tendency
,
although not significant, between salary level and super-
vision. The correlation would indicate that those
respondents at a higher salary level tend to have a less
positive attitude toward their supervision, and, conversely,
those at a lower salary level tend to have a more positive
attitude toward their immediate supervisor. Sub-hypothesis
C is accepted for the relationship between salary level
and scale score factors of pay and job security.
TABLE 12
CORRELATION COEFFICIENTS BETWEEN RESPONDENTS
SALARY AND SCALE SCORE FACTORS
(N=114)
Scale Score
Factor
Correlation
Coefficient
Level of
Significance
Pay . 3423 .001*
Supervision -.1465 .060
Opportunity for promotion .0685 .235
Colleagues -.0095 .461
Job security .2100 .013**
College In general .0512 .295
*signifleant at the .001 level
**signifleant at the .01 level
Sub-hypothesis D . There will be a significant
positive relationship between the respondents* length of
service In present position and the job satisfaction
Indices of pay, supervision, opportunity for promotion,
the college In general, and job security.
The only factor for which the above hypothesis
true was the factor of job security. There was
was
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a significant positiv© correlation between the respon-
dents' length of service in present position and their
level of satisfaction with job security. This factor
was highly significant (p < .001) and had a correlation
co-efficient of .2877. No other factor yielded a
positive correlation, but two factors, supervision and
opportunity for promotion, resulted in a significant
negative correlation. This result would indicate that
the longer the respondents have worked in their present
position, the less satisfied they are with factors of
supervision and opportunity for promotion. Conversely,
the less time respondents have served in their present
position, the more satisfied they are with factors of
supervision and opportunity for promotion. Table 13
presents a complete overview of the correlation between
length of service in present position and the various
scale score factors. Sub-hypothesis D was accepted for
the relationship between length of service in present
position and the scale score factor of job security.
Sub-hypothesis E . There will be a significant
positive relationship between the respondents* length of
service in higher education and the job satisfaction
indices of pay, supervision, opportunity for promotion,
the college in general, and job security.
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As with sub-hypothesis D, the only factor which
yielded a positive correlation co-efficient was the
factor of job security. There was a significant positive
correlation (significant at the .05 level) between length
of service in higher education and the scale score factor
of job security. It is interesting to note that this
correlation co-efficient (r = .1953) and the significance
level (p < .05) were less strong than the correlation
between length of service in present position and job
security. The latter yielded a correlation co-efficient
of .1953 and a significance level of .001.
There was a significant negative correlation co-
efficient between length of service in higher education
and the level of satisfaction with supervision and
opportunity for promotion. The same, again, was true for
length of service in present position. It appears that
the longer the respondents have served in higher educa-
tion, the less their level of satisfaction with supervision
and the opportunity for promotion. Table 14 details the
correlation co-efficients for each of the factors in
relation to length of service in higher education. Sub-
hypothesis E was accepted for the relationship between
length of service in higher education and job security.
This concludes the analysis of the data for Hypothesis
VI.
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TABLE 13
CORRELATION COEFFICIENTS BETWEEN RESPONDENTS
LENGTH OF SERVICE IN PRESENT POSITION AND
SCALE SCORE FACTORS
(N=114)
Seale Seore
Faetors
Correlation
Coef flelent
Level of
Slgnlfloanee
Pay .0485 .305
Supervision -.2515 .004*
Opportunity for promotion -.2033 .016**
Colleagues .0539 .286
Job seeurlty .2877 . 0001***
College In general -.0537 .287
*signifleant at the .01 level
**signifleant at the .05 level
***slgnlfleant at the .001 level
116
TABLE 14
CORRELATION COEFFICIENTS BETWEEN RESPONDENTS
LENGTH OF SERVICE IN HIGHER EDUCATION AND
SCALE SCORE FACTORS
(N=114)
Scale Score
Factor
Correlation
Coefficient
Level of
Significance
Pay .0748 .217
Supervision -.2064 .015*
Opportunity for promotion -.1536 .053*
Colleagues .0336 .363
Job security .1953 .020*
College in general -.0196 .420
significant at the .05 level
Hypothesis VII . There will be no significant difference
between the various scale score factors and sex.
This hypothesis proposed that there would be no
difference between males and females in their level of
satisfaction with pay, supervision, the opportunity for
promotion, colleagues, job security, the college in
general, and the work itself. The results of this study,
as shown in Table 15, indicated that there was no sig-
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difference between the two groups with respect
to all of the factors except one: the opportunity for
promotion.
Females were significantly less satisfied with the
opportunity for promotion that males, although it is
important to note that both groups were dissatisfied with
this factor. The mean for both groups is between 2.2 and
2.6, with the level 2 being the "disagree" response. In
sll the other indices, both females and males responded
at a similar level. Both groups were dissatisfied with
the factors of pay and opportunity for promotion, with
the mean responses in both factors at the 2, or "disagree"
level. The most positive response, with a mean of 4.1
for females and 3.9 for males, was in the factor of
colleagues. The remaining factors, in descending level
from most positive to least positive, were the work
itself, supervision, job security, and the college in
general. Hypothesis VII was accepted then, for all
factors except opportunity for promotion.
Hypothesis VIII . There will be no significant difference
between responses of unit student personnel workers and
management student personnel workers to the job satis-
faction indices.
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The results of this hypothesis indicated that there
was a significant difference between the responses of the
two groups with regard to three factors; pay, supervision,
and opportunity for promotion. In all three areas, the
management group was significantly more satisfied than the
unit group.
Although management was significantly more satisfied
witn pay and the opportunity for promotion, both groups
had mean responses in the "disagree" range, that is, both
groups were generally dissatisfied with their pay level
and with the opportunity for promotion. Both groups were
very satisfied in the area of colleagues (mean scores were
at the 4, or "agree" level) and both groups were also very
satisfied with the work itself. Hypothesis VIII was
accepted for factors of colleagues, job security, the
college in general, and the work itself, and was rejected
for factors of pay, supervision, and the opportunity for
promotion.
This concludes the analysis of the data with regard
to the results of the Hypotheses.
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Part III. Selected Item Analysis
The analysis of the data also included a summary of
the frequency of responses to each of the statements in
Part III of the questionnaire. This analysis provides a
perspective regarding the intensity of the respondents'
level of satisfaction or dissatisfaction with each of
the factors of the work itself, pay, supervision, oppor-
tunity for promotion, colleagues, job security/anxiety,
and the college in general. Selected items from each of
the factors are reviewed in this section.
The work itself . There is no question that the respon-
dents had a high level of satisfaction in their work.
In most all the statements about the work itself, the
respondents indicated a strong level of approval and
intrinsic reward with the nature of their work. Table 17
provides a summary of the frequency of responses to 6 of
the 17 statements about the work itself.
Clearly the participants in this survey like the work
they do. Over 96 percent indicated a positive response
to the statement, "I like the kind of work I do"; 99
percent agreed that the work they do is useful to others.
In addition, they are proud of their work with 96 percent
FREQUENCY
RESPONSES
TO
SELECTED
ITEMS
FROM
THE
FACTOR
THE
WORK
ITSELF
(N=114)
122
o
> >1
•H o
C m o o ov Qv VO o (N rn m o
to <U -P • • • • • • • •
rH 3 O m VO o VO iH O n un rn o
3 crcu ro o rH iH 00 O >H If) 00 o
fcs 0) W iH iH
3 u
U
>1
0) o
> c — o^ VO m o OV O 00 ov ^ fN rH iH
•H (1) -p • • • • • • • •
3 0 CN (N H* iH 'S' 00 m CN 00 VO
(0 m VO rH VO iH H ^ fN iH
iH 0)
0) p
ca b
0) 0
-P c
3 dJH 3 rH m m rH VO CN rH If) 00 CN ov
0 cr m iH <N rH H* m iH
(0 0)
jQ P
< IP
(U
TJ iH CN »!*• m rH (N rn ^ If) rH (N ^ If)
0U
0
T3 0 T)X -P 3
H P >1 o to
VO 0 rH VO d)
If) ^ iH 00 g m
P • to O' • iH
0 (0 d) 3 n 5 iH
- P -H 0 -H
II >1 x: II rH ^
lO d) -p iH W
0 3 •a > d) 3 to
3 to 6 3 >1
^3 (U to x: 0 d) -P E
c g tn e 0
•H x: H 3 d)
W 73 N
•H -P d) W -H
0) 3 3 x: d) rH
si •H ^ W 0 -H W
c 4J M-t 4-> -H TJ -P d)
0) iH 3 -H
g d) H iH Qj Si -P
d) e 0 >i-H
4J 3 d) 0 •O rH iH
fO 0) tw O iH 'H
Jj O >1 3 rQ
w H s M to s MH to
mean
=
2.930
FREQUENCY
RESPONSES
TO
SELECTED
ITEMS
FROM
THE
FACTOR
123
U
w
El
O
s
a
X
Eh
II
Z
> >1
H O
C —
.
IQ 0) -P
H 3 O
3 crft<
Ed)'-'
M
U b
>1
0) o
> c ^
•H 0) +J
3 0
(0 crtx
rH OJ ^
0) u
Pi fn
>1
o U
c
3 0)
•H 3
0 cn
cn 0)
u
< b
0)
o
u
VO iH m IT) o
fN fH fH fN o
rg CN 00 o
VO ^ ov If) lO
CN CD o r-
VO H
CV) ,H iH Ov O
CN VO CN
iH CN m ^ m
C?V o o
• • •
VO O
n o
ov H O
If) ^
m VO
o m
CN ^ If)
VO If) GO o
• • • •
CN CF) IH O
If) o
VO O) CN CN
CN GO 00
cn iH If) If)
If) If)
CN GO If)
0
0)
0 P
•p O' 0)
ov n iH CO CU
Cj) iH CN CN CO p
c rH VO TT •H CTi
•H • 3 • • CO
E m <4-1 P '0
0 0) 0 >1 0) (U >1
0 II CO II 5 II fH 0) TJ iH
3 O' P "H O'
0 c c 0) c c Dv O CU Cp CO CO CO x: CO 0 CO 0 (U 0
0) •H CU p 0) p CO 'O p p
T3 E E E x> •H C Dv +J
P >1 0 <4-1 w Q D < CO
CO CO TJ 0
^ TJ II II II II II
P )H -a
4J 0 x: CO 3 iH CN HT If)
c VW 0 ^ P 0
0) CO P <D P
E M 0) 0 X! a t*
0) 0 5 -P 0)p 0 ^ 0 E 0 TJ
CO r-H P 0) CO n3 0
4-> 0 X 0 u
W H 5 Eh -P IH H *
124
of the respondents expressing agreement or strong agree-
ment with the statement, "I am proud of the work I do".
However, a considerable number of the respondents feel
under-utilized in their current positions. A little less
than half (44 percent) agreed with the statement, "My job
does not allow me to fully utilize my skills and abili-
ties .
Pay . Although the respondents were very satisfied with
the work they did, they were not satisfied with their
level of pay. The seven statements about pay all
elicited a negative response. The four statements
selected for Table 18 are fairly typical of the response
for all of the questions about pay.
61 percent of the respondents were not satisfied with
the salary they were currently making, and over 53 per-
cent felt that their income was not adequate to cover
normal expenses. About three quarters of the participants
felt that they were not well paid for the work they did,
and a majority (53 percent) indicated that they would
move to a position in industry if they were offered a
higher salary.
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Supervision » Unlike the negative responses expressed
about pay, the participants expressed a positive level of
satisfaction about their supervisors. About 80 percent
with the statement, "I like my immediate manager",
and 87 percent felt that their manager recognized the
quality of work they did. Well over 80 percent considered
their manager competent and fair in the decisions he or
she made. The four statements included in Table 19 are
representative of the responses to the 10 statements
about supervisors. The majority of respondents expressed
satisfaction with the performance of their supervisors as
well as with the quality of interaction they had with
their supervisors.
Opportunity for promotion . The four statements about the
opportunity for promotion generally elicited a negative
response. As Table 20 demonstrates, only one-third of the
respondents felt that, over a long term, they would move
into a position of greater responsibility. The mean res-
ponse to that statement was 2.5 percent with a 2 indicating
disagreement. Almost two-thirds of the respondents also
felt there was little potential for them to grow and
advance within the institution. The majority, then, felt
that there was not a potential for growth within the
institution.
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Colleagues
. Responses to statements about colleagues
were most favorable. The respondents like the people
with whom they work, with 97 percent expressing agree-
ment or strong agreement with that statement (see Table
21) . Close to 88 percent agreed that they work in a
cooperative, friendly atmosphere. Clearly, the inter-
action with colleagues is most satisfactory for the
participants in this survey.
Job security . Table 22 indicates the response to the
statement, "I feel secure that I will not lose my job".
Only half of the participants agreed with that statement.
The mean response to that statement was 2.982, which
indicates that the majority response was negative (tending
toward "disagree") to the statement on job security.
College in general . The three items included in the
scale for "college in general" reflect the individual's
personal commitment and involvement with the college in
which he or she works. The responses to the statements
for the "college in general" scale were, for the most
part, favorable. Table 23 includes two statements from
that scale.
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Most of the respondents (76 percent) would still
have come to work at the college if they had the choice
again. By comparison, however, only 43 percent plan to
work for the same college five years from now. The latter
statement could be a reflection of the opportunity, or lack
of opportunity for promotion at the institution rather than
with the respondents' feelings about the institution
itself.
Job satisfaction level . In response to the question,
"Considering everything, how would you rate your overall
level of job satisfaction in your current job," the mean
response was 4.1, with 1 being most satisfied and 10 being
the least satisfied. Most of the respondents were moder-
ately satisfied, then. Table 24 provides a summary of
the responses to the job satisfaction level. Only two
respondents were at the level one, or "most satisfied"
level, and none of the participants were at the level
ten, or "least satisfied" level.
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TABLE 24
FREQUENCY RESPONSES TO JOB SATISFACTION LEVEL
(N=114)
Code*
Absolute
Frequency
Relative
Frequency
(Pet)
Cumulative
Frequency
(Pet)
1 2 1.8 1.8
2 18 15.8 17.5
3 40 35.1 52.6
4 13 11.4 64.0
5 18 15.8 79.8
6 5 4.4 84.2
7 9 7.9 92.1
8 6 5.3 97.4
9 3 2.6 100.0
10 0
mean = 4.105
0
*Code: 1 = Most satisfied
10 = Least satisfied
This concludes the summary of the data with regard
to selected items in Part III and Part IV of the question-
naire
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Part IV. Item Analysis by Scale Score
The previous section reviewed responses to selected
items from Part III of the questionnaire. Table 25
provides an overview of the mean responses to all the
items in the intrinsic scale (responses to items about
the work itself )
,
and the extrinsic scale (the sum of the
responses to factors of pay, supervision, the opportunity
for promotion, colleagues, job security, and the college
in general) . Table 25 also provides an overview of the
mean responses to each of the factors within the
extrinsic scale.
With the highest response being a 5, or strongly
agree, and the lowest response being a 1, or strongly
disagree, the mean of the responses to the intrinsic
scale (the work itself) was moderately high at 3.843. The
mean of the responses to all the items which comprised
the extrinsic scale was moderately low at 3.209. The
most positive mean response was for the factor colleagues,
with a very high mean response of 4.013. The two lowest
responses were to the factors of pay and opportunity for
promotion. The respondents were clearly dissatisfied
with these two factors.
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TABLE 25
SUMMARY OF MEAN RESPONSES TO THE INTRINSIC SCALE,
THE EXTRINSIC SCALE, AND FACTORS WITHIN
THE EXTRINSIC SCALE
(N=114)
Variable Mean Response
Intrinsic scale 3.843
Extrinsic scale 3.209
Colleagues 4.013
Supervision 3.673
Job security 3.249
College in general 3.206
Pay 2.670
Opportunity for promotion 2.432
Part V. Demographics
The demographic data included in this study provides
information about the participants, including specific
information about age, sex, education, length of service,
membership in the collective bargaining unit or manage-
ment, and salary.
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Half of the respondents were less than 35 years of
age, with the largest percentage between ages 26 and 35.
Table 26 presents the percentage of respondents in each
age category.
TABLE 26
AGE OF RESPONDENTS
(N=114)
Age Number of Respondents Percentage
Under 25 6 5.3
26-30 23 20.2
31-35 31 27.2
36-40 19 16.7
41-45 14 12.3
46-50 11 9.6
51-55 4 3.5
Over 55 6 5.3
Table 27 displays the participants by sex. As the
Table indicates, there was almost an equal division of
males and females who responded to the survey.
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TABLE 27
SEX OF RESPONDENTS
(N=114)
Sex Number of Respondents Percentage
Female 56 49.1
Male 58 50.9
The largest percentage of respondents, 60 percent,
hold a master's degree, while about one-fifth have attained
a bachelor's degree. Only three percent have completed the
doctorate. Table 28 provides a summary of the respondents'
educational level.
The majority of respondents, over 62 percent, have
been employed in their present position for less than five
years. Only 16 of the participants have served in their
present position for more than 11 years, and only 1 has
been in the same position for more than 15 years. Table
29 presents an overview of the respondents' length of
service in their present position.
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TABLE 28
EDUCATION OF RESPONDENTS
(N=114)
Degree Attained Number of Respondents* Percentage
Bachelor'
s
24 21.1
Master'
s
69 60.5
C.A.G.S. 14 12.3
Doctorate 4 3.5
*3 respondents (2.6 percent) did not complete this question
TABLE 29
RESPONDENTS' LENGTH OF SERVICE IN PRESENT POSITION
(N=114)
Length of
Service
Number of
Respondents Percentage
Less than one year 15
I- 5 years 56
6-10 years 26
II- 15 years 15
Over 15 years
13.2
49.1
22.8
13.2
1 .9
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The respondents have generally served a longer
period of time in higher education than they have in their
present position. As Table 30 indicates, only one quarter
of the respondents have been employed in higher education
less than five years, and about one quarter have been
employed in higher education for more than 10 years.
TABLE 30
RESPONDENTS' LENGTH OF SERVICE IN
HIGHER EDUCATION
(N=114)
Length of
Service
Number of
Respondents* Percentage
Less than 1 year 8 7.0
1-5 years 28 24.6
6-10 years 43 37.7
11-15 years 24 21.1
Over 15 years 9 7.9
*2 respondents (1.8 percent) did not complete this
question
Table 31 indicates the number of participants who are
in the collective bargaining unit and the number who are
in management. There were 17 more respondents in the
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collective bargaining unit (54.4 percent of the popu-
lation) than there were in management.
TABLE 31
MEMBERSHIP OF RESPONDENTS
(N=114)
Membership Number of Respondents* Percentage
Collective bargaining 62 54.4
unit
Management 45 39.5
*7 respondents (6.1 percent) did not complete this
question
About two-thirds of the participants had a salary
level between $15,000 and $24,000. Salaries were fairly
evenly distributed within that range, with about 23
percent at the $15,000 to $18,000 level, 22 percent at
the $18,000 to $21,000 level, and 19 percent at the
$21,000 to $24,000 level. Table 32 presents a complete
breakdown of the participants by salary level.
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TABLE 32
SALARY LEVEL OF RESPONDENTS
{N=114)
Salary Level
Number of
Respondents Percentage
$ 9,000 - $12,000 7 6.1
$12,001 - $15,000 11 9.6
$15,001 - $18,000 27 23.7
$18,001 - $21,000 26 22.8
$21,001 - $24,000 22 19.3
$24,001 - $27,000 10 8.8
$27,001 - $30,000 10 8.8
$30,001 - + 1 .9
This concludes the demographic data of the partici-
pants .
Interpretation of the Data
It was the intent of this study to examine the
factors which influence job satisfaction for student
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personnel workers in Massachusetts community colleges.
There were four general assumptions which formed the basis
for the hypotheses:
1) that this population would rate the intrin-
sic factor of the work itself as the highest
priority;
2) that there would be a strong relationship
between satisfaction with the work itself
(the intrinsic factor) and overall job
satisfaction;
3) that there would be no relationship between
satisfaction with extrinsic factors and
overall job satisfaction; and
4) that some demographic factors, namely
level of education, age, salary and length
of service, would have a positive influence
on job satisfaction whereas others (sex
and membership in the collective bargaining
unit or management) would have no influence
on overall job satisfaction.
The results of the study supported some, but not all,
of the assumptions mentioned above. An interpretation of
each of the hypotheses, along with an interpretation of
the responses to the various items and factors, is included
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in this section of the study.
Part I. The Hypotheses
Hypothesis I . The population will rank the intrinsic
of the work itself as the highest priority.
The population did, in fact, rate the work itself as
the facet of the job which was most important to them.
This result is not unexpected, in that most individuals
who choose a career in the "helping” professions, (in a
broad sense, student service positions can be defined as
a part of the "helping" professions) are consciously
choosing a career where the rewards from the job come
from the work itself rather than from the monetary profit
gained.
The factor of pay emerged as the second highest
priority, followed by colleagues, the opportunity for
promotion, job security, and, finally, the supervision
received. The writer believes, however, that caution
must be used in interpreting the priority level outcomes
of the remainder of the variables. Robert Quinn, in a
review of national job satisfaction trends, emphasizes
that the "average" American worker appears to seek many
things simultaneously (e.g., good pay, interesting work)
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from each job.^ A rank-order listing forces the respon-
dent to prioritize factors which may, in fact, be equally
important to his or her job. Although the work itself
was certainly the highest priority for the respondents in
this study, with pay following in the second position, it
is quite possible that the five remaining extrinsic factors
listed may all be strongly important to this group.
In a national study of worker preferences conducted
in 1971, good pay and the desire for jobs which were
interesting and challenging were of almost equal importance
2to the survey group. Quinn summarizes that "good pay was
indeed of considerable importance to workers, but at the
same time they desired jobs that were interesting and
personally rewarding. Workers, in other words, were highly
concerned with the economic and non-economic aspects of
3their jobs."
^Robert P. Quinn, Graham L. Staines, Margaret R.
McCullough, "Job Satisfaction: Is There a Trend?," U.S.
Department of Labor, Manpower Administration, U. S.
Government Printing Office, 1974.
^Ibid.
^Ibid.
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The survey population for this study clearly chose
the work itself, or the intrinsic reward, as the most
important priority. The extrinsic rewards were less
important, but these extrinsic rewards could very well
serve as essential elements in influencing job satis-
faction.
Hypothesis II . The mean score for the intrinsic scale
will be significantly higher than the mean score for the
extrinsic scale.
This hypothesis proposed that the average of all
the responses to statements in Part III of the question-
naire about the work itself (the intrinsic scale) would
be significantly higher than the average of the sum of the
responses to the statements from the remaining extrinsic
factors. The respondents, in other words, would find
their greatest source of satisfaction with the work itself
rather than with the extrinsic factors of pay, opportunity
for promotion, the college in general, supervision, job
security, or colleagues. This hypothesis proved to be
correct, with a significance level greater than .001.
This result indicates that the respondents do find
their greatest source of job satisfaction in the work
they do. It is not a surprising result, since all
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those questioned in this study are in positions where
there is a high level of interaction with students and
where there is an opportunity to help others in a sig-
nificant way. The nature of the job, then, lends itself
to a high degree of intrinsic satisfaction.
The strong difference between responses of satisfac-
tion with the intrinsic factor of the work itself as
opposed to the extrinsic factors may, however, indicate
dissatisfaction with the extrinsic factors. Hypotheses
IV and V were designed to test the relationship between
levels of satisfaction with extrinsic factors and overall
job satisfaction, so that assumption was tested in greater
depth through those hypotheses.
Hypothesis III . There will be a positive significant
correlation between the intrinsic scale score and the job
satisfaction level.
This hypothesis proposed that there would be a high
correlation between the level of responses to statements
about the work itself (intrinsic scale score) and the
level of overall job satisfaction. The assumption was
that when there was a high level of satisfaction with the
intrinsic variable of the work itself, there would also
be a high level of overall job satisfaction. The
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assumption proved to be correct, with a very high corre-
lation (p < .001) between the two items.
The results of this hypothesis supports Herzberg's
theory of job satisfaction, which proposes that intrinsic
factors influence job satisfaction. There is no conclu-
sive evidence from the results of Hypothesis III in this
study, however, to say that the intrinsic factors of the
work itself influence overall job satisfaction, or, for
that matter, that overall job satisfaction influences
satisfaction with the work itself. The results of
Hypothesis III indicate that when there is high satis-
faction with the intrinsic variable of the work itself,
there will be a high level of overall job satisfaction.
Hypothesis IV . There will be no correlation between the
extrinsic scale score and the job satisfaction level.
The assumption in this hypothesis was that satis-
faction or dissatisfaction with the extrinsic factors
would not have any relationship with the overall level of
job satisfaction. This assumption proved to be false.
There was, indeed, a high correlation between satis-
faction with the extrinsic factors and overall job
satisfaction.
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The results of this hypothesis indicate that
extrinsic factors do indeed plan a significant role in
the respondents' overall level of job satisfaction.
Traditionally, for white collar workers, the intrinsic
variables have been considered as the most influential
variables in overall job satisfaction. Extrinsic factors
(psy^ promotional opportunity, etc.) have been of signifi-
cance, primarily to blue-collar workers.^ The role of
extrinsic factors can not be underestimated for the white-
collar population, however. Nord, in a review of the
research on job satisfaction, cites that a considerable
number of theorists have assumed that satisfaction with
the so-called "lower level" needs is necessary before
2intrinsic factors become important. He states that
"there is a great deal of support for the proposition
that money, job security, treatment by one's boss, and
other such traditional factors are extremely important to
3
a high percentage of American workers."
It is probably safe to assume that student personnel
workers have chosen their field because of the degree of
intrinsic reward which is inherent in such work. The
^Ibid.
^Walter R. Nord, "Job Satisfaction Reconsidered,"
American Psychologist 32 (1977) , pp. 1026-1035.
^Ibid.
152
intrinsic priority of the work itself, although ranked as
the highest priority by this population, does not preclude
the significant role that extrinsic factors hold in the
level of overall job satisfaction.
Hypothesis V examines each of the extrinsic variables
and their relation to job satisfaction.
Hypothesis V
. There will be no correlation betv/een scale
score factors of pay, supervision, opportunity for promo-
tion, college in general, colleagues and job security,
and the job satisfaction level.
The results of this hypothesis indicated that there
was a very high level of significance between each of the
extrinsic factors and the overall level of job satisfaction.
The interesting result of this hypothesis is that all
of the extrinsic factors have a very high level of sig-
nificance (p < .001) with the level of overall job satis-
faction; none is moderately significant or non-significant.
Although all were highly significant, the three which
were at the upper end of the scale were factors of the
college in general, pay, and the opportunity for promotion.
The items in the factor of the college in general
reflected the individual's commitment and involvement
with the college in which he or she works, and generally
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reflected the individual's level of satisfaction with the
organizational climate. Items included in this factor
were such statements as, "If I knew when I began to work
at the college what I know now, I would still have come
to work here," and "If I have my way, I will be working
for the same college five years from now.
"
It seems apparent that those individuals who have a
high level of overall job satisfaction and who are satis-
fied with the work itself as well as with various extrin-
sic factors, will naturally be satisfied with the organi-
zation in general. Those individuals who are highly
satisfied with the college in general are probably well
satisifed with factors of pay, promotion, etc., along with
the work itself. It is not surprising, then, that satis-
faction with the college in general correlates highly with
overall job satisfaction.
It is also not surprising that pay and promotion are
a part of the cluster of factors which correlate strongly
with job satisfaction. Tausky, in a study cited by Nord,
notes that, "the economic pay-off from work may frequently
be the focus of concern rather than the rewards stemming
from prestige or the intrinsic content of work."
^Ibid.
The
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writer believes that pay and the opportunity for promotion
are critical to overall job satisfaction. Without the
promise of future opportunity and growth, along with a
salary level which is perceived as satisfactory, it is
unlikely that any individual will remain at a high level
of overall job satisfaction. Although the intrinsic
factor of the work itself is essential, the extrinsic
factors of pay and promotion are critical to job satis-
faction. It is unlikely that any job, no matter how
intrinsically rewarding, can be completely fulfilling
and satisfying if there is no opportunity for advancement
and if there is minimal monetary reward.
The remaining three factors of colleagues, job
security and supervision were also highly significant
in relation to overall job satisfaction, but were less
so than the three factors previously mentioned. Student
personnel workers, by the nature of their positions, are
relatively autonomous. The lower correlation, then,
between job satisfaction and satisfaction with the factor
of supervision is understandable. As for job security and
colleagues, it is the belief of this writer that both have
an effect, in a broad sense, with job satisfaction. This
study indicates that both do correlate significantly with
job satisfaction, although slightly less so that the
factors of pay and promotion.
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Hypothesis VI . There will be a significant positive
relationship between the job satisfaction indices and the
following selective variables: level of education, age,
salary, length of service in present position, and length
of service in higher education.
The results of this hypothesis presented no relation-
ship between level of education and any of the factors.
Quinn and Baldi de Mandilovitch, in an examination of the
literature from 1962-1977, indicate that there is a widely
held assumption that the better an individual's education,
the greater the chance of securing a desired and hence
satisfying job.^ In the study they conducted, however,
the largest increment in overall job satisfaction occurred
2
with the attainment of a college degree.
With the population in this study, all have bachelor's
degrees, and most have master's degrees. The difference
in educational level exists only with regard to graduate
degrees rather than between high school and college degrees.
The writer believes that the level of education is a small
^Robert P. Quinn and Martha S. Valdi de Mandilovitch,
"Education and Job Satisfaction, 1962-1977," The Vocational
Guidance Quarterly (1980), pp. 100-111.
^Ibid.
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factor in increments of pay, or the opportunity for
promotion, and has little, if any, effect with colleagues,
supervision, etc. Thus, it is understandable that the
level of education was not a significant factor in the
overall level of job satisfaction.
The variable of age was significantly related to
colleagues and job security. Clearly, older workers
generally have greater seniority and thus less chance of
losing their jobs. The relationship between age and
satisfaction with job security is understandable. The
surprising result of the hypothesis was that age was not
significantly related to pay and opportunity for promotion.
It would seen likely that older workers would be at higher
levels in the organization and would be more highly paid,
and thus more satisfied with both these factors.
Apparently, older workers feel the same as younger workers
with regard to pay, opportunity for promotion, supervision,
and the college in general. Apparently, older workers
have developed a pleasant camaraderie with their colleagues.
The variable of salary was significantly related to
satisfaction with pay and job security. Obviously, those
at a higher salary level are satisifed with their pay
level and are probably quite secure in their jobs. It is
interesting to note that those at a higher salary level
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were not more satisfied with the opportunity for promotion.
The high salary may have been achieved through tenure in
the organization rather than promotional opportunities.
The variables of length of service in present position
and length of service in higher education both correlate
significantly with the level of satisfaction with job
security. Certainly this is understandable. The unit,
of which 54 percent of the population studied are members,
has, as a part of its contract, that seniority is the
primary factor regarding decisions about reductions in
force. ^ The surprising result of the length of service
variable, as with the variable of age, is that there is
no correlation with levels of satisfaction with pay,
opportunity for promotion, or the other extrinsic factors.
Apparently, feelings about pay, the opportunity for
promotion, the college in general, and supervision, are
universal. Age, salary and length of service have no
influence on the level of satisfaction with these variables.
Hypothesis VII . There will be no significant difference
between the job satisfaction indices and sex.
^Collective Bargaining Agreement Between the Massa-
chusetts Board of Regional Community Colleges and the
Massachusetts Community College Council/Massachusetts
Teachers Association for the Academic Years 1980
through 1983.
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The only factor for which there was a significant
in the level of satisfaction was in the factor
of opportunity for promotion. Females were significantly
more dissatisfied with this factor than males, although
both groups were dissatisfied.
This result is surprising in light of the research
done with regard to sex differences and job satisfaction.
Weaver, in a review of the literature on job satisfaction,
states that, "literature reviews and the analysis of
several national surveys fail to point out any consistent
differences in job satisfaction between the sexes.
The fact that the opportunity for promotion emerged
as the only factor in which there was a significant
difference between males and females is somewhat perplexing
to this writer. Women in this study feel more "dead-
ended" and more dissatisfied with promotional opportunities
than men. Perhaps women may be less willing to re-locate
than men, and therefore may look to the institution to
provide the opportunity for promotion. It is also possible
that women are at a lower academic rank than men due to
past inequities which have not yet been corrected through
^Charles N. Weaver, "Job Satisfaction in the United
States in the 1970 's," Journal of Applied Psychology 65
(1980)
,
pp. 364-367.
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action. Another possible explanation is
that women may have initially entered the work force at
a lower salary level merely to supplement the family
income and are now, due to economic necessity and changing
societal values, concerned with achieving an equal salary
level with men.
It is interesting to note that no other factor
yielded a significant difference between males and females.
Both males and females are equally satisfied or dissatis-
fied with all other factors.
Hypothesis VIII . There will be no significant difference
between responses of unit student personnel workers and
management student personnel workers to the job satis-
faction indices.
The results of this hypothesis indicated that the
management group was significantly more satisfied with
factors of pay, supervision, and the opportunity for
promotion. Both groups had responses in the "disagree"
range with regard to pay and the opportunity for promo-
tion, however. It is possible that those in management
have had promotions, probably through mobility from one
institution to another. Their experience with promo-
tional opportunities may be more positive than those in
the unit, although both groups view the opportunity for
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promotion within the institution in a negative wav.
With regard to satisfaction with pay, those respon-
dents in management are more highly paid than those in
the unit (40 percent of those in management indicated
having a salary level of $24,000 or higher; none in the
unit level indicated having a salary at that level or
higher)
,
and, it would seem apparent that those in manage-
ment would be more satisfied with their salary than those
in the unit. The perception and level of satisfaction of
both groups toward salary is still strongly negative,
however. It should be noted that those in the unit
received retroactive salary raises just after this
questionnaire was completed. Management, on the other
hand, had received raises prior to the distribution of
this questionnaire. The differential in raises could
certainly account for the difference in pay levels as
well as the difference in attitude toward pay.
Those in management were also significantly more
satisfied with the factor of supervision than were those
in the unit. Perhaps the very nature of unit and manage-
ment relationships can lead to a somewhat adversarial
relationship between unit and management personnel in
general. On the other hand, perhaps those in management
are more sympathetic to managerial problems and relation-
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ships, and thus are less critical of their immediate
supervisors than are those in non-managerial positions.
Both interpretations may serve to explain why the manage-
ment group is more satisfied with their immediate super-
visor than is the unit group.
Part II. Job Satisfaction Indices
The responses of the participants to the job
satisfaction indices in Part III of the questionnaire
provide an overall perspective as to the participants'
level of satisfaction with each individual factor. The
highest response, that is the highest level of satisfaction,
was with the factor of colleagues, followed by the work
itself, and supervision. Job security and the college
in general elicited a rating slightly below the average
level of satisfaction, and both pay and the opportunity
for promotion were in the negative, or "dissatisfied"
range
.
An interpretation of the results of each of these
factors is included in this section.
Colleagues. The highest level of satisfaction for the
participants in this study was with the factor of colleagues.
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The respondents like the people with whom they work and
feel that they work in a cooperative, friendly atmos-
phere where there is a spirit of teamwork.
The importance of strong interpersonal relations
in influencing job satisfaction should not be under-
estimated. Nord states that modern approaches to job
satisfaction have often been based upon assumptions
about the individualistic nature and goals of human
development, and that individual achievement, recognition,
and productivity have been stressed as the primary
organizational goals to be achieved. He emphasizes
that interdependence among people is a necessity for
achieving organizational goals, and that human coopera-
tion in and of itself is a worthy goal for organization.^
Certainly, cooperation among individuals is essential
to the achievement of organizational goals. Although
student personnel positions may be autonomous to a degree,
all the positions share, by their very nature, a common
goal of servicing student needs and developing student
growth. A strong, positive level of cooperation and
interdependence is essential to the fulfillment of these
goals, and it appears that this high level of cooperation
^Nord, "Job Satisfaction Reconsidered," p. 1029.
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does exist among student personnel workers in community
colleges
.
The work itself
. The work itself was a strong source of
satisfaction for the participants in this survey. The
respondents clearly liked their jobs, were proud of the
work they did, and felt their job measured up extremely
well to what they wanted for a job. It is interesting
to note, however, that over half the respondents felt
that their jobs did not allow them to fully utilize their
skills and abilities. It appears that although the
respondents derive a great deal of satisfaction from the
work they do, many feel that they are not working to their
full potential.
Supervision . The respondents had very positive feelings
about the quality of interaction they had with their
supervisors as well as with the performance of their
supervisors. Obviously, the relationship between employees
and their immediate supervisors in this study is excellent.
It is important to note that the respondents felt that
their supervisors recognize the quality of work they do
(over 87 percent replied in the affirmative to that state-
ment) . It appears that there is a good level of communi-
164
cation and that there is positive feedback between
supervisors and student personnel workers in coininunity
colleges
.
Job security and the college in general
. Both these
factors elicited a rating slightly below average (the
mean rating for both these factors was about 3.2). The
respondents in this survey, then, were somewhat dissatis-
fied with their job security and with the college in
general
.
This questionnaire was distributed just after the
announcement of the proposed closing of one state college
and one community college within the system. There were
rumors of additional colleges being closed or merged, and
the topic of the reorganization of higher education within
the state was current and frequently in the news. The
writer believes that job security is not a factor to
which most people give considerable thought until their
job is immediately or potentially threatened. Although
the jobs of the respondents in this survey were not
immediately threatened, there was an aura of impending
restructure with regard to higher education at the time
of this survey. Most of the respondents had probably
given some thought to the possibility of job loss, and
165
this thought is no doubt reflected in the somewhat less
than satisfactory response toward job security.
There was also a moderately low level of satisfaction
with the factor of the college in general. The majority
of respondents would still have come to work at their
respective colleges if they had the choice again, but
more than half did not plan to be working at the same
college five years from now. The lack of commitment to
the college over a long period of time may be due as much
to the possible lack of opportunity and promotion as it
is to allegiance to the college itself. If the organi-
zation does not offer any opportunity for professional
growth to the individual, it is understandable if the
individual does not develop a strong commitment to the
institution. It appears that in this survey, the res-
pondents are satisfied with the college in which they
work, but are dissatisfied with the opportunity for
professional growth within the institution. As a result,
the majority do not have a long-range commitment to remain
at the college.
Pay. There was a strong level of dissatisfaction with
the factor of pay. Almost three-quarters of the
respondents expressed dissatisfaction with the salary
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they were currently making. It is interesting to note
that although 96 percent of the respondents like the work
they do, over half would move to a job in industry if
they were offered a higher salary. There is no question
that the level of pay was a strong source of dissatis-
faction for many of the respondents.
One factor which could have contributed to such a
strong level of dissatisfaction was the fact that, at
the time the questionnaire was distributed, members of
the collective bargaining unit (about 54 percent of those
surveyed) had not received a salary increase for the
previous two years. A retroactive salary increase was
granted just after the last completed questionnaires
were collected. If the questionnaire had been distributed
a month later, the responses to the items about pay might
have been considerably higher.
Certainly, the lack of a salary increase for the
members of the collective bargaining unit had some
influence on the level of satisfaction with pay, but the
strong level of the dissatisfaction, coupled with the
fact that 40 percent of the respondents were not influenced
by the collective bargaining contract, may very well
indicate that pay is a sensitive subject and is a source
of disenchantment for the majority of those surveyed.
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Opportunity for promotion . As with the factor of pay,
there was a strong level of dissatisfaction with the
opportunity for promotion. The majority of respondents
did not feel that they would move into a position of
greater responsibility if they remained at the college.
The majority of positions for those student personnel
workers who were included in the survey would probably
fall into the category which Maanen and Katz define as
"unstaged" careers, or careers in which advancement upward
in the organizational hierarchy is generally not possible
(or not perceived as possible)
,
in contrast to "staged"
careers, where mobility within the organization is possible.
Maanen and Katz, in describing unstaged careers, state the
following
:
There are several complimentary
arguments supporting the notion that
"staged" careers tend to be more
satisfying than the "unstaged" variety.
Perhaps the most popular are the ones
that suggest staging, by virtue of
providing the individual with something
resembling a meaningful stake in the
future, produce periodic cycles of
effort, attainment, and reward. Staged
careers are, therefore, thought to
generate not only ambition, but also to
foster a positive identification with
the occupation within the person. In
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general, the work satisfaction literature
supports this contention under the much
heralded doctrine that 'challenging jobs
are satisfying jobs.'^
The respondents in this study, then, generally find
their work rewarding and satisfying, but are strongly
dissatisfied with their level of pay and with the
opportunity for promotion. Although they have good
relations with their colleagues and supervisors, many
feel their current skills and abilities are not being
fully utilized, and many, if given the opportunity, would
prefer to move to a higher paying job in industry. A
summary of demographics provides a perspective as to the
"typical" respondent in this survey.
Part III. Demographics
Over half of the respondents were under 35 years of
age, and 62 percent have been in their current positions
for less than 5 years. Almost 70 percent have worked in
higher education for less than 10 years. It appears that
the population surveyed is relatively young, new to their
^John Van Maanen and Ralph Katz, "Individuals and
Their Careers: Some Temporal Considerations for Work
Satisfaction," Personnel Psychology 29 (1976), p. 601-
606.
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current positions, and that most have probably held at
least one other position in higher education prior to the
position they now hold. The demographics give a perspec-
tive of a relatively young and mobile population. Only
16 people of 114 surveyed have been in their current
positions for more than 11 years, and only 9 have been
employed in higher education more than 15 years. The
literature on job satisfaction indicates that dissatis-
faction in the job leads to absenteeism and turnover.
The lack of longevity with this population would certainly
indicate that turnover is very much present.
Part IV. Overall Job Satisfaction
The mean response for the overall job satisfaction
level was 4.105, with 1 being most satisfied, and 10 being
least satisfied. The respondents, then, were slightly
above the average (average being a 5 level response) in
their level of satisfaction. This response should be
interpreted with caution, however, since workers who are
asked a generalized question such as, "How do you feel
about your job?" tend to inflate their answers. Quinn
elaborates
:
^Quinn, "Job Satisfaction: Is There a Trend? p. 109,
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Workers may feel that being dissatisfied
is their own fault because of having chosen
the wrong job or not bothering to do any-
thing to get another one. They may,
therefore, view their reports of job
dissatisfaction as reflecting poorly on
their own decision-making abilities....
They may exaggerate on the good points of
their work and minimize the limitations;
in other words, they may lower their
expectations, demand less of their job,
and report that they are satisfied with
their current work.l
With this in mind, it is important to note that
there may very well be a "rationalization" factor in
the mean response to the overall job satisfaction level,
and that in reality, the level of satisfaction may be
lower.
Part V. Summary
The results of this study present a population who
are involved and committed to their jobs, and who have
good relations with both their colleagues and super-
visors. Yet they are disenchanted with their salary and
with the opportunity for promotion. Many feel that their
current skills and abilities are not being fully utilized.
^Ibid.
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The demographics reflect a relatively young population,
with few who have been involved in higher education for
an extended period of time.
The population presented here seems strikingly
to those described in a study conducted on employee
satisfaction in mental health settings.^ A summary of the
findings in that study indicated that
Overall, these employees are generally
satisfied with their chosen fields and
specifically with their work, their
co-workers, and the supervision they
received. In contrast, these mental
health employees report considerable
dissatisfaction with pay and the
opportunity for promotion. It can be
assumed at some level that the nature
of the employee's satisfaction will have
an indirect impact on the quality of
patient care and more directly an
influence on the overall efficiency
2
and productivity of the organization.
Like mental health workers described above, the
student personnel workers in this study express similar
feelings of satisfaction and dissatisfaction. Their
dissatisfaction is expressed by their disenchantment with
their salary level and with the opportunity for promotion
^Linda J. Webb, Robert S. Gold, "Employee's Satis-
faction Among Workers in Mental Health Settings,"
Psychological Reports 47 (1980), p. 1130.
^Ibid.
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as well as by a summary of the demographics, which illus-
^ relatively young population with a minimal amount
of longevity.
The potential for turnover is high; the majority of
respondents in this survey plan to leave the college for
which they are currently working within the next five
years
.
Each college in which these respondents are employed
is faced with a dilemma. Is it better to accept a high
turnover for student personnel professionals; to retrain
new individuals; to accept the premise that new "blood"
will bring new "life" to the organization? Or is it
better to upgrade and provide new incentives for those
individuals who have been trained by the institution and
are familiar with the organization? The writer believes
that the latter alternative is the more practicable and
workable solution. There exists now, in response to
this study, a group of individuals who are knowledgeable
about their job, committed to their work, comfortable
with their colleagues and superiors, and, sadly under-
utilized. The potential is there for each institution to
capture the vitality of these individuals and foster their
professional growth. The opportunity for growth within
the institution can provide enrichment for the institution
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and its students, and can also provide job satisfaction
for the individual.
ft.
CHAPTER V
CONCLUSION AND RECOMMENDATIONS
This Study sought to determine the factors which
influence job satisfaction for student personnel workers
in Massachusetts community colleges. A series of eight
hypotheses were developed to test the relationship between
intrinsic and extrinsic variables and levels of job satis-
faction. In addition, various demographic factors were
measured in relation to job satisfaction levels, and
overall responses to each of the intrinsic and extrinsic
factors were examined separately.
A four-part quesionnaire was developed in order to
test the research hypotheses. Part I consisted of seven
demographic items; Part II asked the respondents to
prioritize, in order of their perceived level of impor-
tance, six factors which influence job satisfaction. Part
III included 51 statements to which the respondents could
agree or disagree according to a 5-point Likert scale.
These statements measured the respondents' level of satis-
faction in their current jobs with respect to eight factors
which influence job satisfaction. These statements were
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modified from an original study conducted by Dr. John
Hindrichs.^ Part IV asked the respondents to indicate
their overall level of job satisfaction on a 1 to 10 scale.
Participants in the study were defined as all full-
time student personnel workers who were employed in
community colleges in Massachusetts and who reported,
directly or indirectly, to the Dean of Student Services.
Such positions included counselors, directors of student
activities, directors of financial aid, directors of
admission, placement officers, directors of athletics,
and health care counselors. A total of 156 participants
were identified.
The questionnaire was mailed on October 31, 1981, and
a follow-up postcard was mailed 10 days later. A total of
114 individuals responded to the questionnaire, which
was 73 percent of the total population. The final date
established for acceptance of the completed questionnaire
was November 28, 1981.
Responses to the questionnaire items were coded for
computer use. The Statistical Package for the Social
Sciences (SPSS) was used to process the results of the
study
.
^John Hindrichs, "A Replicated Study of Job
Satisfaction Dimentions," pp. 479-502.
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Conclusion
The results of each of the hypotheses, along with a
summary of the demographics and a review of the responses
to selected items in Part III of the questionnaire are
summarized as follows.
Hypotheses . Hypothesis I stated that the population would
rank the intrinsic priority of the work itself as the
highest priority. This Hypothesis was based on Part II
of the questionnaire, in which respondents were asked to
prioritize six factors which influence job satisfaction.
The work itself was rated as the highest priority, followed
by pay, colleagues, the opportunity for promotion, security
and supervision.
Hypothesis II proposed that the mean score for the
intrinsic scale would be significantly higher than the
mean score for the extrinsic scale. This hypothesis was
based on the responses of the participants to the 51
statements that tested the respondents' satisfaction with
eight general factors which influence job satisfaction.
The intrinsic scale was the sum of the responses to all
the items about the work itself; the extrinsic scale was
the sum of the responses to all the items dealing with the
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extrinsic factors (pay, supervision, opportunity for
promotion, colleagues, security, and the college in
general) . The hypothesis assumed that the participants
would be more satisfied with the work itself than with
the extrinsic factors mentioned above.
This hypothesis proved to be true. The mean score
for the intrinsic scale was significantly higher than the
mean score for the extrinsic scale with a significance at
the .001 level.
Hypothesis III stated that there would be a positive
correlation between the intrinsic scale score and the job
satisfaction level. In order to test this hypothesis, the
mean of the sum of the responses to items about the work
itself (the intrinsic scale) was compared to the mean of
the responses in Part IV of the questionnaire, in which
respondents were asked to indicate their overall job
satisfaction level.
This hypothesis was accepted. There was a highly
significant correlation between the intrinsic scale score
and the job satisfaction level, with significance at the
.001 level.
Hypothesis IV stated that there would be no corre-
lation between the extrinsic scale score and the job
satisfaction level. This hypothesis proposed that there
178
would be no correlation between the mean of the sum of
the responses to the items in Part II about the extrinsic
factors (pay, supervision, opportunity for promotion,
colleagues, security, and the college in general) and the
mean response in Part IV about the overall job satisfaction
level.
Hypothesis IV was not accepted. There was, in fact,
a very high correlation between the mean response to the
extrinsic factors and the overall job satisfaction level,
with significance at the .001 level.
Hypothesis V proposed that there would be no
correlation between scale scores for factors of pay,
supervision, opportunity for promotion, colleagues, job
security, the college in general, and the job satisfaction
level. In testing this hypothesis, the mean of the res-
ponses to the items in Part III of the questionnaire
regarding each of the extrinsic factors was compared to
mean responses of the job satisfaction level (Part IV of
the questionnaire)
.
The opposite of the proposed hypothesis was found to
be true. Each of the extrinsic factors had a very high
level of correlation (p < .001) with the job satisfaction
level
.
Although all of the extrinsic factors were highly
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significant with th© job satisfaction 1gv©1, th© factors
of th© coll©g© in g©n©ral, pay, and th© opportunity for
promotion w©r© at th© upp©r ©nd of th© seal©. Th©
r©maining factors of colleagues, job security and super-
vision were also highly correlated with th© overall job
satisfaction level, but less so that the three factors
previously mentioned. Hypothesis V, then, was rejected.
Hypothesis VI proposed there would be a significant
positive relationship between the job satisfaction indices
and the following selected variables: level of education,
age, salary, length of service in present position, and
length of service in higher education. This hypothesis
tested the relationship between the mean responses to
each of the factors of pay, supervision, opportunity for
promotion, colleagues, job security, the college in
general, and the demographic variables of level of educa-
tion, age, salary, length of service in present position,
and length of service in higher education.
The results indicated that there was no significant
relation between level of education and any of the factors.
The variable of age was significantly related to colleagues
and job security, and the variable of salary was signifi-
cantly related to the factors of pay and job security.
Length of service in present position and length of
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service in higher education correlated only with the
factor of job security.
Hypothesis VII stated that there would be no
significant difference between the job satisfaction
indices and sex. This hypothesis assumed that males and
females would have the same level of satisfaction with
factors of pay, supervision, opportunity for promotion,
colleagues, job security, and the college in general.
This hypothesis proved to be true with the exception of
one factor. Females were significantly more dissatisfied
with the opportunity for promotion than were males,
although both groups were dissatisfied with this factor.
Hypothesis VIII proposed that there would be no
significant difference between responses of unit student
personnel workers and management student personnel workers
to the job satisfaction indices. This hypothesis assumed
that both groups would be equally satisfied with factors
of pay, supervision, opportunity for promotion, colleagues,
job security and the college in general. The results of
this hypothesis indicated, however, that the management
group was significantly more satisifed with factors of
pay, supervision, and the opportunity for promotion.
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Job satisfaction indices . The responses of the partici-
pants to each of the factors, or job satisfaction indices,
in Part III of the questionnaire, provide an overall
perspective as to the level and intensity of satisfaction
with each separate factor.
The highest level of satisfaction was in relation
to the factor of colleagues. The participants in this
survey like the people with whom they work and feel that
they work in a situation where there is a spirit of team-
work.
The second highest response was to the factor of the
work itself. The participants in the survey like the
work they do and feel that they are accomplishing some-
thing worthwhile in their jobs. Over half of the respon-
dents, however, feel that their job does not allow them
to fully utilize their skills and abilities.
The factor of supervision also received a positive,
or satisfactory, rating. The relationship between the
respondents in this study and their immediate supervisors
appeared to be generally positive.
The majority of respondents felt their supervisors
v/0re doing a good job and felt that their supervisors
recognized the quality of work they did.
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The factors of job security and the college in
general elicited a rating which was slightly below average.
Over half of the respondents did not feel secure about
their jobs. In relation to items about the college in
general, although the majority of respondents would work
at the college if they had the choice again, more than
half do not plan to be working at the college five years
from now.
Pay elicited strong feelings of dissatisfaction for
the participants in this survey. Almost three quarters
of the respondents expressed dissatisfaction with the
pay they were currently making, and over half would move
to a position in industry if the salary were higher.
The opportunity for promotion elicited a high level
of dissatisfaction. The majority of respondents did not
feel that they would move into a position of greater
responsibility if they remained at the college.
The respondents in this survey, then, were highly
satisfied with their colleagues, the work itself, and
supervision, were somewhat dissatisfied with job security
and the college in general, and were strongly dissatisfied
with pay and the opportunity for promotion.
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PGinog'r’a.phics » Th© inajoirity of respondents in this survey
were under 35 years of age and most had been in their
current position for less than 5 years. About 62 percent
were in the collective bargaining unit, and the average
salary range for the participants was between $18,000 and
$24,000. Slightly over one-quarter of the population have
been in higher education for more than ten years. The
demographics present an overall perspective of a relatively
young and mobile population.
Job satisfaction level . The mean job satisfaction level
was 4.1, with 1 being most satisfied and 10 being least
satisfied. Although the respondents appeared to be
moderately satisfied, some caution should be used in the
interpretation of this job satisfaction level. There
could be an inflated response to the question, since
workers can sometimes "rationalize" their responses to
a generalized question regarding job satisfaction levels.^
Summary . The results of this study indicate that student
personnel workers in Massachusetts community colleges are
^Robert P. Quinn, "Job Satisfaction: Is There a
Trend?", p. 33.
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committed to their work, satisfied with the type and the
quality of work they are doing, and have a high level of
intrinsic reward in their jobs. In addition, they like
the colleagues with whom they work and are satisfied with
the relationship they have with their supervisors. They
have a high level of dissatisfaction, however, with their
salary level and with the opportunity for promotion. Over
half of those surveyed feel that their skills and abilities
are being underutilized.
The demographics indicate a relatively young
population (the majority of respondents are under 35
years) who have been employed in higher education for
less than 10 years. Although the respondents enjoy the
work they are currently doing, most do not plan to be
working at the same institution in five years.
Recommendations
A major result of this study was the finding that,
for the group surveyed, the satisfaction with the intrin-
sic factor of the work itself was not enough to compensate
for the lack of perceived extrinsic rewards. Extrinsic
factors, in this case, salary level and the opportunity
for promotion, played a significant role in the impact
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on overall job satisfaction.
As the literature has shown, the level of job
satisfaction affects absenteeism and turnover, and the
demographics for this population, which present a rela-
tively young population who have generally less than five
years experience in their current position, indicate that
job turnover most certainly does exist.
What are the alternatives for the institution?
One "solution” is to maintain the status quo: to
assume that many of these position are on an "entry"
level, that there is no natural career ladder, and that
turnover is inevitable. With turnover, there is the
opportunity for new personnel with new ideas who can
provide stimulation and change for the organization.
The writer believes, however, that there are some
flaws to the "solution" of natural attrition. The hiring
and training of new personnel is a costly and time-
consuming process. The advertising, interviewing and
hiring process for a new position involves a time
commitment for management, and the inevitable period of
adjustment for the new employee impacts on the efficiency
of the organization and on the quality of service provided
to students. Beyond the time and adjustment involved in
hiring and training new employees, the institution, when
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job turnover exists, is losing talented and well-trained
professionals. Is it not better and more effective to
encourage the growth of these talented professionals
and to fully utilize their skills and abilities? This
writer believes that it can and should be done, and that
such an effort will result in a knowledgeable, well-
trained, and enthusiastic staff who have a commitment
to the institution and to its growth.
The goal of any institution, however, should not be
to maintain all those who are employed. A certain amount
of attrition is healthy both for the institution and for
the individuals involved. Some employees change their
goals; others may not have the skills and abilities which
"fit" properly with institutional needs. For those
employees who do have the right "fit" within the institu-
tion, however, a program which fosters and encourages
professional growth should prove beneficial both to the
individual and to the institution.
A program which provides professional growth within
the institution means that the organizational structure
of the institution must change. Traditionally, student
personnel positions have been created to fulfill a certain
set of defined tasks. The positions are static, the job
descriptions are clearly defined, and the tasks to be
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accomplished are relatively structured. This traditional
model has some serious drawbacks, as John Hindrichs
expresses in his book. The Motivation Crisis ;
The practice has been, following on
concepts developed from classic
bureaucratic theory, to define a
specific task to be done and then to
assign an individual to it. He remains
in that position for an indefinite
period, perhaps for his total career.
The only way he will move is if the
organization finds another position
for which it feels he has the appro-
priate qualifications. (Very rarely
does an organization try to find or
tailor a job to qualify for an individ-
ual's needs.) Our discussion of winding
down and job decay indicated how danger-
ous this practice can be. There is
natural job decay, which practically
guarantees that in time an individual
in a permanent assignment will become
increasingly dissatisfied and lose his
motivation. It is also becoming more
and more evident that people are
demanding more personal control over
their assignments. Jobs need to be
shaped to people rather than people
to jobs. Jobs need to be thought of
as not permanent but as temporary
and variable. Some new forms to
achieve those objectives need to be
designed.
With more and more highly qualified,
trained people entering the workforce,
traditional job design just does not
use the full skills and abilities
people bring to work. The problem is
getting worse. More flexibility in jobs
and assignments needs to be built
systematically into organizational
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systems to ensure that people are ,
able to fully utilize their skills.
Such a review and restructuring of job positions
for student personnel workers in community colleges needs
to be undertaken in order to encourage talented staff to
remain and grow within the institution. There are
several ways that this restructuring can happen.
1. Individual jobs can be both enlarged and
enriched. Job enlargement refers to an
increase in the number and variety of tasks
performed at the same skill level; job enrich-
ment refers to the addition of tasks which may
2
cut across hierarchical levels. Both are
methods to restructure and redesign existing
job functions.
2, Tasks, job functions, and decision-making can
be shared, with an increased focus on colla-
borative effort. The respondents in this survey
were highly satisfied with their colleagues and
felt there was a spirit of teamwork where they
^Hindrichs, The Motivation Crisis , pp. 240-241.
^Quinn, Robert P., "Job Satisfaction: Is There A
Trend?"
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worked. This spirit of teamwork can be
enhanced with a greater emphasis on colla-
borative effort.
3. There can be a planned program for staff
development within the institution, along with
incentives to encourage professional develop-
ment outside the organization (joining profes-
sional organizations, furthering education,
etc. )
.
4. Monetary rewards can be provided based on
professional growth and job enrichment within
the institution. Monetary incentives for
professional growth could obviously be a
departure from across-the-board pay increases
which currently exist.
Such suggestions imply considerable change for all
those involved in the organization. For management,
such change involves a new approach to the existing
organizational structure, with an emphasis on shared
decision-making and the re-structuring of existing tasks.
For the collective bargaining union, such change
involves a new outlook in the union's position as to
the "ideal" rewards for its membership. Unions, in the
opinion of this writer, often advocate a "minimalist"
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position: less work, less responsibility, and across-the-
board pay increases. The suggestions listed above would
encourage more responsibility, diversified job tasks,
and separate pay incentives.
For the individual, such changes would alter the
outlook toward employment, from one of fulfilling assigned
tasks to one of taking an active role in restructuring
the job function, with the understanding that there would
be incentives and rewards which would accompany such
change
.
For all those involved, however, such change in the
organizational structure can mean a decrease in employee
job turnover and an increase in employee job satisfaction.
It can result in an increased employee commitment to the
institution. Finally, it can provide an opportunity for
talented, involved, and productive staff members to grow
and flourish within the institution rather than to
abandon it.
Community colleges have developed a reputation as
fluid, rather than static, institutions, which are able
to respond to the changing needs of the surrounding
communities they serve. The time has come for these same
community colleges to develop a new, responsive approach
to the needs of the professionals who work within these
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institutions. The talented, committed professionals
are there; the task remains to foster and encourage
their growth.
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Evelyn Clements
85 Old East Street
Carlisle, Massachusetts 01741
September 17. 1981
Dear Colleague:
Are you aware that very little research currently exists in the area of job satisfaction among
college student personnel workers?
I am presently engaged in an attempt to alleviate that situation by developing a study entitled.
"Relationships Between Intrinsic and Extrinsic Variables and Job Satisfaction Among Student
Personnel Workers in Community Colleges." This study is being conducted through the
University of Massachusetts Field—Based Doctoral Program for Community College
Personnel.
As an employee in the Massachusetts higher education system, you are invited to participate in
a pilot study of this doctoral dissertation research.
I am requesting a few minutes of your time for completion of the attached form. In addition, I
would ask that you add any comments you may have with regard to the format of the
questionnaire, the relevance and appropriateness of the questions, along with any other
general observations. Your comments will be of significant value as the final questionnaire is
developed.
A stamped, self-addressed envelope is enclosed for your convenience. Please be assured that
your replies will be held in the strictest confidence. The results of the pilot study will make no
identification of specific individuals, positions, or institutions.
In advance, please allow me to express sincere appreciation for your willingness and
cooperation in this venture.
Sincerely and gratefully.
Evelyn Clements
Enclosures
Evelyn Clements
85 Old East Street
Carlisle, Massachusetts 01741
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Pilot Questionnaire
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JOB SATISFACTION INVENTORY
PART I - DEMOGRAPHIC DATA
Directions:
Please respond to the following questions by checking the appropriate space
1. Age:
a. under 25
b. 26-30
c. 31-35
d. 36-40
2. Sex;
a. female
b. male
4. Length of service
in present position:
a. less than 1 year
b. 1-5 years
c. 6-10 years
d. 1 1-15 years
e. over 15 years
6. Current position;
a. Counselor
b. Admissions
Counselor
Director of:
c. Admissions
d. Athletics
e. Counseling
f. Financial Aid
g. Health Services
h. Placement
i. Student Activities
j. Veterans
e. 41-45
f. 46-50
g. 51-55
h. over 55
3.
Education:
a. bachelor's
b. master's
c. C.A.G.S.
d. doctorate
5. Length of service
in higher education:
a. less than 1 year
b. 1-5 years
c. 6-10 years
d. 11-15 years
e. over 15 years
7. Salary:
a. $ 9,000-512,000
b. $12,001-$15.000
c. $15,001-$18.000
d. $18,001-521,000
e. $21,001-524,000
f. 524,001-527,000
k. Other (please specify)
PART II
Directions :
Please rank order the following list according to what you perceive to be the most important (at) to the
least important (#6)
Item Rank Order
Promotion
Colleagues
The work Itself
Pay
Security --
Supervision -
PART III
Directions:
Please indicate whether you Strongly Agree (SA); Agree (A); Disagree (D); or Strongly Disagree (SD)
Please circle your response.
1 . I like the kind of work I do. SA A D
2. 1 usually find my work exciting. SA A
3. Considering my present duties and responsibilities. 1 am
satisfied with the salary 1 am currently making. SA A
4 1 sometimes find my work boring and monotonous. SA A
5. 1 do not have enough responsibility in my current position. SA A
D
D
D
D
6. My immediate manager is doing a good job compared with
other managers at his/her level.
7 I am satisfied with where I am now in my over-all work
career.
SA A
SA A
D
D
8. My |Ob "measures up" extremely well to what I want for a
|0b.
9 My income is not adeguate for normal expenses
10. I like my immediate manager.
11 If I continue to work at the same institution, I feel certain
that, over a long term, I will move into a position of greater
responsibility.
12. I have congenial work companions.
13. I have to concern myself about offending superiors.
14 . In relation to the salary I would get for the same kind of
work at other educational institutions. I would rate my
current salary as good.
SA A
SA A
SA A
SA A
SA A
SA A
SA A
D
D
D
D
D
D
D
15. My immediate manager is highly rated by his/her
manager
16. When I finish a day s work. I feel that I have really
accomplished something.
17. My job does not allow mo to fully utilize my skills and
abilities.
18. My manager recognizes the quality of work I do.
19. Within the next few years, it is unlikely that I will be
promoted to a better job at the College
20. I look forward to coming to work each day
21
.
Considering my ability and experience. I am satisfied with
my earnings at this point in my career.
22. If I were offered another assignment doing exactly the
same kind of work, but under a different manager. I would
want to make the move.
23. If I knew when I began to work at the College what I know
now. I would still have come to work here
24. Some people at the College are very deeply involved in
their work. To others, their work is lust'a |ob. As I look at
others around me. I would say I am deeply involved
in my work.
25. I like the people with whom I work.
26. I consider my manager competent.
27. There is little potential for me to grow and advance within
my institution.
28. The working conditions at the College are too restrictive
for professionals
29. I do not feel that I am achieving my personal objectives in
my present position.
30. There is little variety in my work.
31. Having a manager who is more concerned with how the
job looks to his/her superiors than with the quality of work
IS not a problem for me.
32. I work in a cooperative, friendly atmosphere.
33 The amount of hours I work is not a problem for me.
34. I have worries, tensions and troubles on the job.
35 My income does not allow me to afford luxuries
36. The work I do is useful to others.
37 I often get so wrapped up in the )Ob that I lose track of time
38 My manager is fair in the decisions he/she makes
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
0 SO
D SO
0 SO
0 SO
0 SO
0 SO
0 SO
0 so
0 so
0 so
0 so
0 so
D so
0 so
0 so
0 so
0 so
0 so
0 so
D so
0 so
0 so
D so
0 so
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39. There is a spirit ot teamwork where I work.
40. Even if I were ottered a |Ob at a higher salary in industry. I
would prefer to remain at my current job
41. I am proud ot the work I do.
42. In general, it is not easy to talk to my manager
43. Working with people who are kept on the job. even though
they are clearly incompetent, is a problem for me.
44. I feel nervous and tense on the job.
45. I have a sense of independence and autonomy in my job.
46. My work is not as enjoyable as it once was.
47 I am well paid for the work I do.
46. My work is no longer challenging.
49 If I have my way. I will be working for the same college five
years from now.
50. I feel secure that I will not lose my job.
51. If I remain at the college for the rest of my career, the
chances of achieving my personal objectives are
excellent.
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
0 SO
0 SO
0 SO
0 SO
0 SO
0 SO
0 SO
0 SO
0 so
0 so
s so
0 so
0 so
PART IV
Oirections: Please circle the appropriate response.
CONSIDERING EVERYTHING. HOW WOULD YOU RATE YOUR
OVERALL LEVEL OF SATISFACTION IN YOUR CURRENT JOB’
Most
Satisfied
Least
Satisfied123456789 10
COMMENTS . Please add any comments you have which you think will improve the quality of
this questionnaire:
APPENDIX C
Cover Letter for Final Survey Instrument
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Evelyn Clements
85 Old East Street
Carlisle. Massacnusens 01741
OctOBer, 1981
Dear Colleague:
Are you aware that very little research currently exists in the area of joo satisfaction among
college student personnel workers?
I am presently engaged in an attempt to alleviate that situation by developing a study entitled.
"Relationships Between Intnnsic and Extrinsic Variables and Job Satisfaction Among Student
Personnel Workers in Community Colleges." This study is being conducted through the
University of Massachusetts Field—Based Doctoral Program for Community College
Personnel.
As an employee in the Massachusetts higher education system, you are invited to particioate m
this doctoral dissertation research. I am requesting a few minutes of your time for completion
of the attached form. Your expenence makes your perceptions particularly important, and your
response will be of significant value as the final research is completed.
A stamped, self-addressed envelope is enclosed for your convenience. Please be assured that
your replies will be held in the strictest confidence. The results of this study will make no
Identification of specific individuals, positions, or institutions.
In advance, please allow me to express sincere appreciation for your willingness and
cooperation m this venture.
Sincerely and gratefully.
A
Evelyn Qements
Enclosures
APPENDIX D
Survey Questionnaire
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JOB SATISFACTION INVENTORY
PART I - DEMOGRAPHIC DATA
Directions:
Please respond to the following questions by checking the appropriate space.
1. Age:
a. under 25
b. 26-30
c. 31-35
d. 36-40
2. Sex:
a. female
b. male
4. Length of service
in present position:
a. less than 1 year .
b. 1-5 years
c. 6-10 years
d. 11-15 years
e. over 15 years
6. Member of;
a. Collective bargain-
ing unit
b. Management
e 41-45
f. 46-50
g. 51-55
h. over 55
3.
Education:
a. bachelor's
b. master's
c. C.A.G.S.
d. doctorate
5. Length of service
in higher education;
a. less than 1 year
b. 1-5 years
c. 6-10 years
d. 11-15 years
e. over 15 years
7. Salary;
a. $ 9.000-$1 2.000
b. $12,001 -$15,000
c. $15.001-$18,000
d. $18,001-$21,000
e. $21.001 -$24,000
f. $24.001-$27,000
g. $27,001-$30.000
h. $30,001 +
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PART II
Directions :
Please rank order the following list according to what you perceive to De the most important (»1) to the
least important (#6)
Item Rank Order
Opportunity for Promotion
Colleagues
The work itself
Pay
Security
The Supervision you receive
PART III
Directions :
Please indicate whether you Strongly Agree (SA). Agree (A): Disagree (D). or Strongly Disagree (SD)
Please circle your response.
1. 1 like the kind of work 1 do. SA A D SD
2. 1 usually find my work exciting. SA A D SD
3. Considering my present duties and responsibilities. 1 am
satisfied with the salary 1 am currently making. SA A D SD
4 1 sometimes find my work boring and monotonous. SA A D SD
5. 1 do not have enough responsibility in my current position SA A 0 SD
6 My immediate manager is doing a good )Ob compared with
other managers at his/her level SA A D SD
7 1 am satisfied with where I am now in my over-all work
career SA A D SD
6. My job "measures up" extremely well to what 1 want for a
job SA A D SD
9 My income is not adequate tor normal expenses SA A D
SD
10. 1 like my immediate manager. SA A D
SD
11 If 1 continue to work at the same institution. 1 feel certain
that, over a long term. 1 will move into a position of greater
responsibility SA A D
SD
12. 1 have congenial work companions. SA A
D SD
13 My manager is reluctant to accept constructive
criticism SA A D SD
14 In relation to the salary 1 would get for the same kind of
work at other educational institutions. 1 would rate my
current salary as good. SA
A D SD
15 My immediate manager is highly rated by his/her
manager
16. When I finish a day's work. I feel that I have really
accomplished something.
17 My job does not allow me to fully utilize my skills and
abilities.
18 My manager recognizes the quality of work 1 do.
19. Within the next few years, it is unlikely that I will be
promoted to a better |ob at the College.
20. I look forward to coming to work each day
21 Considering my ability and experience. I am satisfied with
my earnings at this point in my career
22. If I were ottered another assignment doing exactly the
same kind of work, but under a different manager. I would
want to make the move.
23 If I knew when I began to work at the College what I know
now. I would still have come to work here
24 Some people at the College are very deeply involved in
their work. To others, their work is just a |Ob. As I look at
others around me. I would say I am deeply involved
in my work.
25. I like the people with whom I work.
26 I consider my manager competent
27 There is little potential for me to grow and advance within
my institution.
28. ' The working conditions at the College are too restrictive
for professionals
29. I do not feel that I am achieving my personal objectives in
my present position.
30. There is little variety in my work.
31 I am bothered that my manager is more concerned with
how the jOb looks to others than with the quality of the
work done.
32. 1 work in a cooperative, friendly atmosphere
33. The number of hours I work is not a problem for me
34. I have worries, tensions and troubles on the jOb
35 My income does not allow me to afford luxuries.
36. The work I do is useful to others.
37 I often get so wrapped up in the jOb that I lose track of time.
38. My manager is fair in the decisions he/she makes
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
SA A
D / SO
0 SO
0 SO
0 SO
0 SO
0 SO
0 SO
0 SO
0 so
0 so
0 so
0 so
0 so
0 so
0 so
0 so
0 so
0 so
0 so
0 so
0 so
0 so
0 so
0 so
39 There is a spirit of teamwork where 1 work SA A D SO
40. Even it 1 were offered a job at a higher salary In industry. 1
would prefer to remain at my current job. SA A D SO
41. 1 am proud of the work 1 do. SA A D so
42. In general, it is not easy to talk to my manager SA A 0 so
43. Working with people who are kept on the job. even though
they are clearly incompetent, is a problem for me. SA A D so
44. 1 feel nervous and tense on the job. SA A D so
45 1 have a sense of independence and autonomy in my job. SA A D so
46. My work is not as enioyable as it once was. SA A 0 so
47 1 am well paid for the work 1 do. SA A D so
46. My work is no longer challenging. SA A D so
49. If 1 have my way. 1 will be working for the same college five
years from now. SA A D 'so
50. 1 feel secure that 1 will not lose my job. SA A D so
51, If 1 remain at the college for the rest of my career, the
chances of achieving my personal obiectives are
excellent. SA A D so
PART/V
Directions: Please circle the appropriate response.
CONSIDERING EVERYTHING. HOW WOULD YOU RATE YOUR
OVERALL LEVEL OF SATISFACTION IN YOUR CURRENT JOS'*
Most
Satisfied
Least
Satisfied
1 2 3 4 5 6 7 6 9 10
Questions in Part III have been adapted from a study conducted by Dr, John Hinrichs and are used
with the permission oi the author
APPENDIX E
Follow-up Postcard
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Dear Colleague;
A few days ago you received a questionnaire as a part of a
research study on job satisfaction. This card is a reminder to urge
you to complete and return the questionnaire as soon as possible.
If you havealready done so, please considerthisaspecial "Thank
you" for your promptness.
The Questionnaire should be returned to:
Ms. Evelyn Clements
85 Old East Street
Carlisle, Mass. 01741
Sincerely,
APPENDIX F
Items in Part III of the Questionnaire
Arranged by Factor
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THE WORK ITSELF
Item
Number
1 I like the kind of work I do.
2 I usually find my work exciting.
4 I sometimes find my work boring and monotonous.
5* I do not have enough responsibility in my current
position.
8 My job measures up extremely well to what I want
for a job.
16 VJhen I finish a day's work, I feel that I have
really accomplished something.
17 My job does not allow me to fully utilize my
skills and abilities.
20 I look forward to coming to work each day.
24 Some people at the college are very deeply invol-
ved in their work. To others, their work is just
a job. As I look at others around me, I would
say I am deeply involved in my work.
29 I do not feel that I am achieving my personal
objectives In my current position.
30* There is little variety in my work.
36 The work I do is useful to others.
37 I often get so wrapped up in the job that I
lose track of time.
41* I am proud of the work I do.
45* I have a sense of independence and autonomy
in my job.
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THE WORK ITSELF (CONT'D)
Item
Number
46* My work is not as enjoyable as it once was
48* My work is no longer challenging.
Negatively worded questions ;
4, 5, 17, 29, 30, 46, 48.
*These questions have been added and are not a part of the
original Hindrichs study.
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PAY
Item
Number
3 Considering my present duties and responsibil-
ities, I am satisfied with the salary I am
currently making.
9* My income is not adequate for normal expenses.
14 In relation to the salary I would get for the
same kind of work at other educational institu-
tions, I would rate my current salary as good.
21 Considering my ability and experience, I am
satisfied with my earnings at this point in my
career.
35* My income does not allow me to afford luxuries.
40* Even if I were offered a job at a higher salary
in industry, I would prefer to remain at my
current job.
47* I am well paid for the work I do.
Negatively worded questions ;
9, 35.
*These questions have been added and are not a part of the
original Hindrichs study
.
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SUPERVISION
Item
Number
6 My immediate manager is doing a good job
compared with other managers at his/her level.
10 I like my immediate manager.
13* My manager is reluctant to accept constructive
criticism.
15 My immediate manager is highly rated by his/her
manager.
18* My manager recognizes the quality of work I do.
22 If I were offered another assignment doing exactly
the same kind of work, but under a different
manager, I would want to make the move.
26* I consider my manager competent.
31 I am bothered that my manager is more concerned
with how the job looks to others than with the
quality of the work done.
38* My manager is fair in the decisions he/she makes.
42 In general, it is not easy to talk to my manager.
Negatively worded questions ;
13, 22, 31, 42.
*These questions have been added and are not a part of the
original Hindrichs study.
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OPPORTUNITY FOR PROMOTION
Item
Number
7 I am satisfied with where I am now in my over-
all work career,
11 If I continue to work at the same institution,
I feel certain that, over a long term, I will
move into a position of greater responsibility.
19 Within the next few years, it is unlikely that
I will be promoted to a better job at the college.
27 There is little potential for me to grow and
advance within my institution.
51 If I remain at the college for the rest of my
career, the chances of achieving my personal
objectives are excellent.
Negatively worded questions;
19, 27.
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COLLEAGUES
Item
Number
12 I have congenial work companions.
25 I like the people with whom I work.
32 I work in a cooperative, friendly atmosphere.
39*
* There is a spirit of teamwork where I work.
Negatively worded questions :
None
*This question has been added and is not a part of the
original Hindrichs study.
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COLLEGE IN GENERAL
Item
Number
23 If I knew when I began to work at the college
what I know now, I would still have come to
work here
.
28* The working conditions at the college are too
restrictive for professionals.
49 If I have my way, I will be working for the same
college five years from now.
Negatively worded question ;
28.
*This question has been added and is not a part of the
original Hindrichs study.
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WORK OBSTACLES
Item
Number
43 Working with people who are kept on the job,
even though they are clearly incompetent, is
a problem for me.
33* The number of hours I work is not a problem
for me.
Negatively worded question :
43.
*This question has been added and is not a part of the
original Hindrichs study
.
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Item
Number
JOB SECURITY/ANXIETY
34 I have worries, tensions and troubles on the
job.
44 I feel nervous and tense on the job.
50 I feel secure that I will not lose my job.
Negatively worded questions:
34, 44.
1

